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ABSTRACT

The present study examined the relationships among (a) internal-external locus of control and
the job satisfaction of Human Resource Development professionals; (b) job satisfaction of Human
Resource Development professionals and their manager's leadership behavior and (c) internalexternal locus of control of Human Resource Development professionals and the leadership
behavior of their managers.

From a national membership listing of Human Resource Development professionals, 154
subjects were selected to participate in this research. Three survey instruments were used:
Rotter's Internal - External Locus of Control Scale; the Minnesota Satisfaction Questionnaire
(Short Form) and the Leader Behavior Description Questionnaire, Form XII.

The data was

analyzed by using the Pearson Product - Moment Correlation Coefficient and significance tests
were conducted at an alpha level of .01.

The results indicated significant correlations among: (a) locus of control and extrinsic job
satisfaction; (b) initiation of structure and intrinsic, extrinsic and general satisfaction, and (c)
consideration and intrinsic, extrinsic and general satisfaction. Locus of control was not found to
be statistically significant between intrinsic and general satisfaction or with the leadership variables
of consideration and initiation of structure.
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CHAPTER I
INTRODUCTION

The Human Resource Development profession, particularly in these times of down-sizing and
re-engineering, has had a significant impact on the way many organizations have produced quality
services and products. For those who are Human Resource Development (HAD) professionals in
these organizations, they are being asked to execute development activities with more
anticipation and less reaction, more with a focus on results, more with a link to business objectives
and at the same time, with fewer resources not more. All of this is happening in a work place
climate of rapid technological change, increased emphasis on personal values, a growing global
economy and a more competitive global marketplace.

One result of the recent competitive

marketplace has been widespread downsizing affecting many management employees.
Overman (1991), reported that since 1989, "more than one million jobs in the U.S. paying
$40,000 or more have been eliminated due to downsizing" (p.29).

Filipczak (1992) advocates

that despite these cutbacks, HAD remains the most widely supported and best funded of any
human performance empowerment effort sponsored by organizations.

Therefore, given this

support for its resources, HAD professionals need to have awareness about leadership, job
satisfaction and internal-external locus of control ff they are to adroitly execute the human
resource development expectations in global organizations whether they be public or private,
profit or not for profit. A value-added way to do this is to examine these constructs in relation to
their own profession.
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To make active the human assets of an organization, management must stimulate people.
After deciding which resources (human, financial, technical, or physical) to use, management
must decide how they will be organized to achieve results. Communicating the organizations'
initiatives and rationale to its employees and other stakeholders is an important aspect of
stimulating their interest and involvement. To perform these aspects of management, managers
need to be leaders.

It has been more than 35 years since the ideas of consideration and initiating structure were
born from the Ohio State Leadership Studies.

Halpin and Weiner (1957) identified these two

dimensions of leadership and while not exactly household words, these constructs have become
an accepted part of the language of leadership and its measurement. Halpin (et al.) defined these
terms as the following:

Consideration involves behavior indicating friendship, mutual
trust, respect, a certain warmth and rapport between a manager
and their group of subordinates. Initiating structure involve acts
that imply that the leader organizes and defines the relationship
in the group, tends to establish well-defined patterns and
channels of communication, and ways of getting the job done.
(p.41-43)

Job satisfaction is one of the most widely discussed and enthusiastically studied constructs in
such related disciplines as industrial-organizational psychology, social psychology, organizational
behavior, human resource development, and organizational management. It is also of substantial
interest to managers and for those who work with them.
defining the job satisfaction construct.

Much progress has been made in

Although a review of published works shows that

definitions of this construct do vary, there does appear to be general agreement that job
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satisfaction is an affective or emotional reaction to a job that results from the job incumbent's
comparison of actual outcomes with those that are desired, expected and/or deserved.

Some

definitions that are consistent with this view are as follows: Lofquist and Davis (1969) noted that
satisfaction is "a function of the correspondence between the reinforcer system of the work
environment and the individual needs" (p.53).

Locke (1976) stated that job satisfaction is "a

pleasurable or positive emotional state resulting from the appraisal of one's job or job
experience"(p. 1300) . Locke and Henne (1986) wrote that "the achievement of one's job values
in the work situation results in the pleasurable emotional state known as job satisfaction"(p. 21 ).
Lastly, Porter, Lawler and Hackman (1975) characterized satisfaction as a feeling about a job that
"is determined by the difference between the amount of some valued outcome that a person
receives and the amount of the outcome he feels he should receive" (pp. 53-54).

Rotter (1966) developed an Internal-External (1-E) Locus of Control Scale. This scale measures
a perception of the individual in assessing whether good or bad things that happen are attributed
to themselves (internal) or to luck, fate or other people (external).
control has its theoretical backgrounds in social learning theory.

Internal-external locus of

Rotter (1982) stated that his

social learning theory attempted to ... "predict and change the behavior of individuals more
efficiently" (p. 4).

To this end, its role in human resource development actions and decision

should not be overlooked.

Statement of the Problem

The purpose of this study is to explore the extent of the relationship among job satisfaction,
leadership behavior and the locus of control of Human Resource Development professionals.
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Significance of the Problem

Few organizational topics have received a5 extensive interest as job satisfaction, leadership
behavior, and locus of control. The reason for this emphasis is the anticipated benefits from a
satisfied and competitive workforce.

Research has suggested

that job satisfaction of

subordinates (Hackman and Oldham, 1976 and Nathanson and Becker, 1973), locus of control of
subordinates (Andrasani and Nestel, 1976) and leadership behavior of supervisors and managers
(Kren, 1992) can lead to higher productivity, profitability and quality for an organization. Although
many studies have focused on these three constructs independently, fewer still have studied
these in some combination or examined concurrently the relationship of all three. To this author's
knowledge, no study has examined the relationship of al three constructs concurrently to the
single profession -- Human Resource Development (HRD) professionals. This is the objective of
this investigation.

Apparently much work needs completion on how to measure the relationship between locus of
control and job satisfaction of HRD professionals; job satisfaction of HRD professionals and their
managers' leadership behavior; and locus of control of HRD professionals and the leadership
behavior of their managers. There are many benefits that can accompany such a study. H the job
satisfaction, locus of control and leadership behavior of HRD professionals and their management
are understood and their application improved substantially, then gains can be made in HRD
productivity and quality of output. Given the competitive global marketplace, this benefit alone
would appear to add significant value. In addition, HRD professionals will be motivated to make
significant contributions for theory, research or practice.
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Limitations of the Study

First and foremost, the population selected is from a specific profession. Generalization and

inference should therefore be done with care. Secondly, locus of control, job satisfaction, and
leadership, though three of the most studied constructs in recent years, are still fraught with
inconsistency in tenns of the findings.

Lastly, care should be taken not to infer causal

relationships from the results. The study is correlational and such inferences would not be
appropriate.

Definition of Terms

Job Satisfaction:

The degree to which a given job meets the needs of an
individual's work values, aspirations, and general expectations of
the work environment

~

measured

by

the

Minnesota

Satisfaction Questionnaire (MSQ Short Fonn) (Weiss, Davis,
England, & Lofquist, 1967).

Intrinsic Job
Satisfaction:

The degree to which variables such
independence,

~

achievement, creativity,

moral values, activity, ability utilization, and

responsibility are measured by the MS,Q, (Short Fonn) (Weiss et
al., 1967).

Extrinsic Job
Satisfaction:

The degree to which variables such
policies/practices,

working

~

supervision, company

conditions,

and

perceived
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advancement are measured by the MSQ (Short Form) (Weiss et
al., 1967).

General
Satisfaction:

The degrees to which the overall variables delineated in intrinsic
and extrinsic job satisfaction are measured by the MSQ (Short
Form) (Weiss et al., 1967).

Leadership Behavior:

The degree of distinction between consideration and initiation of
structure

~

measured by the Leader Behavior Description

Questionnaire (LBDQ Form XII) (Stogdill, 1963).

Consideration:

The

degree

to which comfort,

well

being,

status,

and

contributions of subordinates are defined from the total score on
subscale 8 of the LBDQ, Form XII.

Initiation of
Structure:

The degree to which managers define their own role and
communicates to their subordinates what is expected

as

measured from the total score on subscale 5 of the LBDQ, Form

XII.

Internal Locus
of Control:

The degree to which the reinforcements a person receives are a
result of own efforts or ability (Rotter, 1954) as indicated by low
scores (0-11) on Rotter's Internal-External Locus of Control
Scale.
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External Locus
of Control:

The degree to which the reinforcements a person receives are a
result of external forces, such a5 luck and task difficulty (Rotter,
1954) a5 indicated by high scores (12-23) on Rotter's InternalExternal Locus of Control Scale.

Manager:

For purpose of this study, it refers to the level of management
the HRD professional directly reports.

HRD Professional:

For purpose of this study, it refers to those individuals who
design, deliver, and evaluate instruction a5 a full-time job in an
organization.

CHAPTER 2

REVIEW OF THE LITERATURE

Introduction

This review is organized with respect to the design of the study and the primary variables
involved. The first section is a summary of studies of job satisfaction. The second is a discussion
of the literature concerning the theories of leadership, and the third section devoted to locus of
control.

Job Satisfaction

Job satisfaction plays a central role in the study of behavior at work.

For the practitioner,

knowledge of the determinants, the consequences, and other correlates of job satisfaction can
be vital. Roznowski and Hulin (1992) claim that, "once an individual joins an organization, a vector
of scores on a well constructed, validated set of job satisfaction scales becomes the most
informative data an organizational psychologist or manager can have"(p. 125). Job satisfaction is
not a major theoretical construct in and of itself. Rather, it is an outcome of a number of conditions
and comes into fruition through the attitude individuals possess toward various aspects of their
job. These aspects, as explored by Cook, Hepworth, Warr (1981) suggest a general definition of
job satisfaction as ... "the level to which given aspects of the job meet the expectations and
aspirations of the individual occupying that job" (p.37).

8

9

Studies dealing with the relationships of job satisfaction to a given set of variables have
received much attention.

Locke (1976) estimated that, as of 1976, about 3,350 articles and

dissertations were written on the topic. To construct a sense of order to this plethora of data,
three conceptual approaches to job satisfaction are reviewed. First, the content approach to job
satisfaction, upon which most early

satisfaction measures are based.

Second, the role of

individual differences in job satisfaction and third, the concurrent impact of the person; i,o.b. tas.!s;
and

organjzatjonaf design

has on job satisfaction.

content

Approaches

Content approaches define the specific needs that must be achieved for the individuals to be
satisfied with their jobs. The Hawthorne Studies; Maslow's need hierarchies; and Herzberg's
motivator-hygiene theory speaks directly

to this approach.

Each of these approaches is

reviewed below.

The Hawthorne studies' headed by Roethlesberger and Dickson (1936) were conducted at the
Hawthorne Works of the Western Electric Company in Cicero, Illinois. A special test area was set
up so that the team of industrial psychologists could apply time study methods and could analyze
work conditions to determine how plant employees capacity for work varied with changes in the
physical environment (i.e., lighting, noise levels, ventilation, etc.). These studies were more akin
to scientific experiments that helped to determine a variety of variables leading to workplace job
satisfaction. Often, the results of these experiments were confusing to the researchers. Pugh
( 1971) reports two instances ... "lighting improved in the experimental room and production went
up, but it also rose in the control room." The opposite of this ... "lighting diminished from 10 to 3
foot candles in the experimental room and production again went up simultaneously in the control
room with illumination constant" (p.215) . What became evident was that social content
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relationships were influencing the workers productivity and satisfaction.

As stated in Pfeiffer

(1991):

Some (researchers) interpreted the increase productivity to
mean that the supervisor, who had been chosen on the basis of
an excellent reputation, had developed a strongly loyal work
group with high morale, and that the workers - who also had been
screened - worked hard to satisfy their supervisor, even under
adverse conditions. (p. 71)

Supporting this content approach, Katz and Kahn (1981) observed that the Hawthorne
workers had the best supervisors, were given special privileges, and formed cohesive teams.
Pugh (1971) concluded that the original design of the Hawthorne project was to study the comfort
and satisfaction of workers in their work as individuals. It was indeed the first study that enabled
management to assert that there is a major preoccupation to its execution. That being, of creating,
developing and sustaining workplace satisfaction. As Roethlisberger (1950) put it:

People like to feel important and have their work recognized as
important. .. They like to work in an atmosphere of approval. They
like to be praised rather than blamed... They like to feel
independent in their relations to their supervisors ... They like to
be consulted about and participate in actions that will personally
affect them. In short, employees, like most people, want to be
treated as belonging to and being an integral part of some group.

(p. 71)

Maslow's hierarchy need to satisfaction serves as one of the major content approaches to the
development of motivational and satisfaction theory.

Maslow (1943) concluded that "human
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needs arrange themselves in hierarchies of pre-potency, ... (where) one usually rests on the prior
satisfaction of another, more pre-potent need"(p. 370). To summarize his work, at the lowest
level, but prominent in importance when they are not met, are the physiological needs. These are
expressed as the needs for food, rest, exercise, shelter, and protection from the elements.
When the physiological needs are reasonably satisfied, needs at the next higher level begin to
dominate behavior. These are identified as safety needs. They are needs for protection against
danger, threat and deprivation.

In the work arena safety needs can be of considerable

importance. For example, management actions such as behavior that arouses uncertainty with
respect to continued employment or which reflects discrimination, can be powerful motivators of
the safety needs at every level from the factory floor to vice president.

When safety needs are satisfied and no longer cause fear of physical well-being, social needs
become important motivators.

These are the needs for belonging, for association, for

acceptance, for giving and receiving friendship and love. Often this need is best satisfied in
tightly knit, cohesive work groups.

Above social needs, in the sense that they do not become

motivators until lower needs are satisfied, are ego needs. Maslow (1943) defined two types of
ego needs:

(A) "needs that relate to one's self-esteem, for independence, achievement,

competence and for knowledge;"

and (B) "needs that relate to one's reputation, status,

recognition, appreciation, and for respect of one's peers"(p. 380). Finally, as a capstone, are the
needs for self-actualization.

These are the needs for realizing one's own potentialities, for

continued self-development, for being creative in the broadest sense of that term.

Maslow

provides us with an example of this need for self-actualization in stating that "a musician must
make music, an artist must paint, a poet must write, if he is to be ultimately happy "(p.382).

In summarizing his work, It is not expected that any need is ever completely satisfied; rather,
Maslow indicates that there must be at least partial fulfillment before an individual can become
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aware of the tensions created by a higher-order need and have the freedom to pursue its
fulfillment.

Although there is little empirical support for Maslow's theory, It has been accepted

~

a

convenient way of classifying needs. However, the use of the pyramid structure to depict the
different types of needs seems to indicate that each level of need is "better" than the one below
it. The pyramid does not make it evident that most individuals are responding to more than one
level of need at a given time, although in varying degrees. It does not account for the intensity of
the pressure that various needs exert on an individual in any particular situation to ensure
satisfaction.

Another major content approach to job satisfaction is the work conducted by Herzberg,
Mausner, and Snyderman (1959). Based on interviews with 200 engineers and accountants they
suggested that there are factors involved in producing job satisfaction that are separate and
distinct from factors that lead to job dissatisfaction. The study results showed that those factors
which are sources of job satisfaction or motivators are elements within the content of the job itseH.
These include interesting or challenging work, level of responsibility, achievement of important
tasks, recognition for work well done, and the opportunity for advancement. The positive feelings
that result from these factors elicit motivated behavior. They allow people to satisfy their higherlevel needs. When these factors are absent, people are not dissatisfied; they are simply not
satisfied or pleased or particularly motivated.

The other dominant factor in this study's results are the hygiene factors or dissatifiers. They
tend to be significant when they are lacking or perceived as deficient. They help people to satisfy
their lower-level needs.

These include both the physical work environment (temperature,

comfort, arrangement, noise, aesthetics, safety, and other working conditions) and the context in
which the work is done (salary and benefits, type of supervision, personnel policies, availability of
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resources, quality of interpersonal relations, conflict management, time pressures, status, job
security, etc.). If these factors are positive, they may not increase job satisfaction, but H they are
absent or negative, they probably win lead to job dissatisfaction and interfere with performance.
The salient point of this study was the further explanation that the factors labeled motivators did
not lead to dissatisfaction when absent, nor did the hygiene factors lead to satisfaction when they
were absent. That is, those variables such as working conditions, salary, supervision and other
job content factors did not contribute to job satisfaction, but only to the removal of job
dissatisfaction.

The theory can be related to some degree to Maslow's theory of needs, in that Herzberg
(1964) maintained that only higher - level needs are actually motivators and that meeting lower
level needs provides fuHillment of hygiene factors. The implication is that interesting work and the
ability to grow, achieve, feel personal accomplishment are job satisfiers. Herzberg (1964) states:

The effect of improved hygiene lasts only a short time. In fact
man's avoidance needs are recurrent and of an infinite variety,
and as such we will find that demands for improved salary,
working conditions, interpersonal relations and so on will
continue to occupy the personnel administrator without any
hope of escaping the - what have you done for me lately. (p. 4)
Instead, Herzberg call for a goal of industry which includes the
expansion of manpower utilization in addition to the expansion of
productivity and profit. (p. 7)
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lodlyldua1 Difference Approaches

If content situations were the dominant variable in job satisfaction why then ,in what appears to

be the same environment, are some individuals more satisfied than others? To address this
question, salient research on individual differences and job satisfaction needs examination.
Unlike content approaches to job satisfaction, individual differences are those that are less
effected by situations found in the environment. Understanding individual differences and the
relationship between individual differences and job satisfaction can be compelling.

Many

researchers have examined such individual correlates of job satisfaction a5 physical, mental, and
dispositional differences. Although physical characteristics such a5 sex, age, and race and their
relationships to job satisfaction have been investigated, results have not been always consistent.
(Dalton & Maris, 1987; and Smith, 1969; Forgionne and Peeters 1982). Ability is another variable
that has been shown to be correlated with job satisfaction. Schneider, Reichers, and Mitchell
(1982) analyzed responses from 140 different job titles using the GATB and Job Descriptive
Index (JOI) from 874 employees in 14 organizations.

They found that the relationship between

ability requirements for a job and job satisfaction is the relationship between job rewards and
satisfaction.

AA apparent relationship between personality traits and job satisfaction

has been

demonstrated by both Pulakos and Schmidt (1983) and Straw, Bell, and Clausen (1986).
Pulakos, (1983) showed that the perceived likelihood of obtaining valent outcomes from being
employed predicted job satisfaction. These perceptions were obtained from 1 ,088 juniors and
seniors in high school and correlated with job satisfaction measures twenty months later. Straw (et
al.) found similar stability in attitudes in another longitudential study.

Here, a generally positive

disposition and perception showed a .40 correlation with job satisfaction data collected forty to
fifty years later.
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From the above research, it would appear that more positively disposed people wiD be more
satisfied in the job. Research by genetic theorists lends support for this view. Avery, Bouchard,
Segal and Abraham (1989) showed that genetic factors explained 32% of the shared variance in
job satisfaction of monogygotic (identical) twins reared apart. However, Schneider, Gunnarson, &
Wheeler (1992) expressed an alternative interpretation to Arvay, (et al.) stating that "people who
are more positive, whether identical twins or not, choose to work in environments in which they

are more likely to be satisfied" (p. 61).

person; Job Task; and Orqan1zat1ona1 Design Approaches

The person;

job task; and organizational design approaches acknowledge that the

organizational design situation, the individual, and the job task determine various outcomes, such
ac; job satisfaction.

For example, Porter, Lawler and Hackman (1975) provided a conceptual

integration of organization (social system design), job design and employee characteristics. They
placed organization design on a continuum ranging from the classical Weberian bureaucratic
(mechanistic) model to an participative (organic) social system design.

Job or task design was

placed on a continuum ranging from simple to complex and the third dimension in their model is
employee growth need strength, an individually difference variable. This construct refers to the
extent to which an employee desires or values the intrinsic qualities inherent in complex job
designs.

Porter (et al.) defined eight cells (a 2x2x2 model) by dichotomizing and crossing the three
constructs (mechanistic -- organistic - organizational design, simple - complex job design, and
low -- high employee growth need strength) and predicted worker responses under each of the
eight conditions.(Figure 1) As explained in Griffin (1982)

"The predictions are derived from

expected congruency relationships among the variables.

Specifically, satisfaction and
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Figure 1. Porter, Lawler and Hackman Model. From: L.W. Porter, E.E. Lawler, and J.R. Hackman In Task Oesjgn·
An lmeraratjye Aaproach by R.W. Griffen (1982) p. 141. Reprinted by permission from McGraw-Hill Publishers
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performance are viewed as being influenced by levels of individual, task design

and

organizational design congruence" (p. 139). Porter (et al.) predicted that the three "effects" will
interact such that the highest levels of satisfaction and performance should be observed under
the two completely congruent conditions: organic design, complex jobs, and high growth needs;
and mechanistic design, simple jobs, and low growth needs.

It was predicted that the lowest

levels of satisfaction and performance are for persons who experience both organizational and job
designs that are incongruent with their growth needs. For example, in situations where organic
design, complex jobs, and low growth need converge and/or where mechanistic design, simple
jobs and high growth needs converge. Individuals in the remaining four cells will experience
intermediate levels of satisfaction. This is because their growth needs are congruent with one
variable but not the second.

A competing model based upon the same three variables was initiated by Pierce, Dunham,
and Blackburn (1979).

Their model hinges on research concerning growth need strength.

Pierce, (et al.) noted that several studies have documented growth need strength and its
moderating variables, showing that both high and low growth need individuals respond most
favorably to complex, high scope tasks. Yet, the exact difference is in a matter of degree. Pierce,
(et al.) predicted that "both high and low growth need workers should react favorably when
presented with either a complex
presented with both"(p. 225).

job or an organic social system and most favorably when
Using objective classification for the independent variables,

Pierce, (et. al.) collected data on 398 employees in the home office of a large insurance company
and results showed that the independent variable, job design, had a main effect as well as
interaction effects with both growth need strength and social system structure. This suggests
that the design of the job is more important to workers than is the design of the social system.
Their findings also cont irm that both high and low growth need strength workers responded more
favorably to complex jobs and organic social systems than to simple jobs and mechanistic social
system. Figure 2 provides a summary of the findings and its comparison to the Porter model. As
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Griffin (1982) summarized, "these findings suggest rather important relationships among
elements of the social system (i.e., the organization), the nature of the task, and characteristics of
the employee" (p.142). Clearly, to consider either the organization or job design, or individual
differences without regard for the other is a gross implication.

Head (1982) developed a similar paradigm to the Pierce model in regard to the diminished role of
growth need strength.

Using subjective measures, data collected from over 1,000 graduate

students were used to assess the employees situations of social system, job design, and growth
need strengths. The results however, indicated that organizational climate took precedence over
the task design.

In other words, "if the employee perceived he was operating in an organic

environment, he would experience more satisfaction regardless of task design."

(Head p. 97).

Comparison between the Porter; Pierce and Head versions of the congruency model rankings is
presented in figure 3.

Denker (1986) tested the Head model. Data were collected from a single profession, human
resource management professionals. The cell ranking and ANOVA results appear in figure 4.
The results support the Head model, in that the organic structure resulted in higher satisfaction
levels than mechanistic structures in all cases, regardless of task design. With the exception of a
single inversion, that of mechanistic/simple/low and mechanistic/complex/low, the cell rank order
was identical to the Head study. (Figure 5) This single inversion is also interesting in light of the
Pierce model et al., in that holding structure and growth need strength constant, those with
complex work were less satisfied than those with simple jobs. However, caution is exercised in
this interpretation, for it occurred in only one of four parts.

In summary, job satisfaction is a complex construct.

As delineated here, it was examined

through context approaches where external environment issues play a dominant role and then by
internal factors such as individual differences and last by a combination of variables as we Sa-N in
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examining the relationship of the person; job task;

and organizational design.

Whichever

approach is taken, job satisfaction remains a dominant construct in organizational life.

Leadership

Tichy and Devanna (1990) define leadership

~

... "the need for changing, creating new

visions, mobilizing commitment to those visions, and ultimately transforming an organization"(p.4).
Bennis (1989) stated ... "leadership is like beauty: it's hard to define, but you know it when you
see it"(p.1).

The purpose of this section is to explore leadership, one of the most widely

researched topics in management. To this end, the topic will be discussed by reviewing trait,
behavioral and contingency approaches of leadership effectiveness.

Trait Approaches

Early studies to understand

leadership success focused

on the

leader's personal

characteristics or traits. Traits are the distinguishing personal characteristics of a leader, such as
intelligence, values, and appearance. Trait theories did not make assumptions about whether
leadership traits were inherited or acquired. As reported in Kirkpatrick and Locke (1991) "They
(traits) simply asserted that leaders' characteristics are different from non-leaders" (p.48).

Gibb (1954 )examined 106 studies related to the trait approach of leadership. He concluded
that the following traits reflected leaders in groups that attained its intended goals:
1)

lntemgence,

Leaders are somewhat more intelligent that the average of their followers.

They have the capacity to take an overall view.
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2) wen-roundedness, Leaders are well-rounded from the standpoint of interest and
aptitudes.

They can develop a common plane of interest with people of different

backgrounds.
3) Communication ability. Leaders have a good command of language. They are able to
express ideas easily.
4) Powerful inner drive. Leaders have a powerful inner drive that impels them to strive for
accomplishment. They willingly work hard to realize personal and professional ambitions.

ot group participation in goal obtaining,

Leaders are aware of the

importance of cooperative effort in getting things done.

They practice good human

5) Awareness

relations.
6) Adminjstratjye skms, Leaders rely on administrative skills. Technical skills are seldom
effective in promoting leadership. Good management, on the other hand, aids them in
good leadership.

Stogdill (1958) reported that after his review of research on leadership traits that leaders excel
over nonleaders in:
1) Capacity -Intelligence -- alertness, verbal facility, originality, and judgment.
2) Achievement - Scholarship -- Knowledge and athletic accomplishments.
3) Responsibility - Dependability -- initiative, persistence, aggressiveness, selfconfidence and desire to excel.
4) Partjcipatjon -Actiyjty - sociability, cooperation, adaptability, and humor
5) .fila1u.a -- Socioeconomic position and popularity.

Bennis (1984)conducted a longitudinal five year study of 90 of the most successful, effective
leaders in the public and private sectors. From this study he concluded that there were four
common traits or competencies that the successful leaders shared:
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1) Managemem of attent;on -- leaders manage attention through a compelling vision that
can mobilize action.
2)

Management of meanjng -

to make their dream and visions apparent to others, they

must communicate effectively so that followers may personally enroll in the vision.
3)

Management of trust -

people would much rather follow a leader they can count on,

one who is ideologically and behaviorally consistent over time.
4)

Management of sett -

good leaders know themselves, their strengths and skills and

employ them effectively.

In summary, it would appear that the trait approaches in themselves do not adequately deal with
the complex interaction between a leader, the subordinate, and the environment confronted by
both parties. However, as suggested by Banner and Blasingame (1988) "considering leader traits
as intervening variables in (behavior) and contingency models may be useful" (p.8).

Behavioral Approaches

Toe behavioral approach focuses on what leaders do, not what traits they have. Behaviors,
unlike traits, are observable, more exactly definable and therefore more amenable to methods of
empirical study.

ONens (1981)examined the mapr research related to the behavioral approach to leadership
and found that by the mid 1950s leadership behavior was classified into six generally accepted
behavioral descriptions:
1) Autocratic

-- Issue orders, tell subordinates what to do

2) Bureaucratic -- Develop and enforce rules to govern all behavior and situations

3) Diplomatic -- Persuade and motivate subordinates, sell them on ideas and orders.
4)

Consultatjye -- Solicit ideas from, consult with, subordinates before final decisions.
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5)

pernocratjc -

6)

Free Rejgn - Set goals for subordinates, then give them as much freedom as possible.

Discuss decisions with subordinates seeking consensus or majority view.

Work by Tannenbaum and Schmidt (1958 )converted these six stereotypical classes of leader
behavior into a continuum. They ranged in degrees from high-leader-authority on the left side
of the continuum to high-subordinate freedom on the right side. For example, one leader
might be boss centered, another subordinate centered, and a third a mix of the two styles. As
Tannenbaum (1973) stated" The extents to which leadership behavior is practical and desirable
are a function of forces in the manager (their value system, confidence): forces in the
subordinates (need for independence and growth); and forces in the situation (time pressures)"
(p.175-178).

The most famous of all the behavioral studies of leadership was conducted at Ohio State
University, primarily conducted by J.K. Hemphill and later by Edwin Fleishman and Edwin Harris.
Originally, a list of 1,800 descriptions of leadership behavior

was developed. Ultimately, these

were ·reduced to 150, classified into nine categories by Fleishman, Harris, and Burt (1955) :
1) Integration - acts which tend to increase cooperation among group members or
decrease cooperation among them.
2) Communication - acts which increase understanding and knowledge of what is going
on in the group.
3) Production emphasis - acts which are oriented toward the volume of work
accomplished.
4) Representation -- acts which speak for the group in interaction with outside agencies.
5) Fraternization -- acts which tend to make the leader a part of the group.
6) Organjzatjon -- acts which lead to differentiation of duties and which prescribe ways of
doing things.
7) Evaluation -- acts which have to do with distribution of rewards (or punishments).
8) lottiatjon -- acts which lead to changes in group activities.
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9)

pomjnatjon -

acts which disregard the ideas or persons of members of the group.

These categories of behaviors became the first format of the "LBDQ" (Leader Behavior
Description Questionnaire).

Halpin and Winer (1957) administered the LBDQ to 52 air

forcebombing crews and the leader behavior of the 52 air crew commanders was described by
300 crew members. In order to identify empirically the factor structure of the questionnaire, a
factor analysis was undertaken.

The analysis revealed two major factors defined

as

"consideration" and "initiating structure," and represented 83 percent of the accountable
common variance. These factors are defined by Fleishman and Harris (1962) as:
Consideration - Behavior indicating mutual trust, respect, and certain warmth and
rapport between the supervisors and their group. This dimension emphasizes a deeper
concern for group members' needs, and includes such behavior as permitting
subordinates more participation in decision making.

Initiating Structure - Behavior in which the supervisors organize and define group
activities and their relation the group. They define the role they expect each member to
assume, assign tasks, plan ahead, establish ways of getting things done and push for
production. This dimension emphasizes overt attempts to achieve organization goals
(p.43-56).

Another theory that is behaviorally focused is that of Blake and Mouton (1964). They examined
leadership in terms of a managerial grid having two dimensions on which concern for people
represents one axis and concern for production represents the other axis. Concern for people is
equivalent to consideration and concern for production is equivalent to initiating structure as
defined in the Ohio State research.
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The grid is usually depicted as a graphical model, with concern for people along the vertical axis
and concern for production along the horizontal. I is a nine-point scale where "9" shows high
concern for production and "1" low concern.

Using the grid, five styles of leadership are

identified. (Figure 7). Under the 9, 1 or task management leader (high concern for production and
low concern for people), focus is placed on task and job requirements. The leader is the authority
figure. Communication is top down and limited to instruction giving. Under the 1,9 or country club
leader (low concern for production and high concern for people), focus is on the welfare of the
people. The leader acts as a father figure attempting to promote harmony and peace among his
subordinates. The 1, 1 or impoverished leaders (low concern for production and low concern for
people) focus on executing the minimum influence on either their subordinates or the systems
they manage. Often they simply serve as a conduit for the level above and the level below them.
The 5,5 or middle of the road leader (median concern for production and median concern for
people) focuses equally on both task and people's issues.

In short, they are firm but fair,

expecting to get the job done without killing themselves. Under the 9,9 or team approach leader
(high concern for production and high concern for people), focus is on involvement--participation- commitment

~

the keys to solving manager-subordinate issues. These leaders perceive their

responsibility as planning and controlling the work activities through others. The leader provides
the vision or direction, then the task is self-directed by those doing it.

Blake and Mouton

suggest that the team style (9,9) is the best leadership behavior.

Banner (1988) best summarized the underlining process of behavioral approach to leadership
by recounting that "The behavioral approach to leadership gave support to the idea of a pref erred
leadership approach that actively involves subordinates in goal setting through participative
management techniques and focuses on both people and tasks" ( p.8).
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conttnaency Approaches
The contingency approach prescribes that the correct leadership approach to use is
contingent on a function of the situation and the needs of the group. Nystrom (1978) reported
that a variety of these contingent or situational factors have an effect on leadership ..... " such as
stable task situations vs. dynamic situations, organizational design (mechanistic/bureaucratic vs.
organic/participative)

and

follower

characteristics

(inner/other

directed,

need

for

autonomy/dependency) to name a few" ( p.328).

Fiedler's (1967) model is a well-known theory of contingency leadership.

As delineated in

Banner (1988 p. 8) the critical elements (of Fielder's model) are:
1) leader-member relations (to what extent do the members support the leader?)
2) task structure (is the task simple or complex/ambiguous?), and
3) position power (to what extent does the organization give the leader the means to
punish/reward members?).

According to Fiedler ( 1967) a leader must assess the situation in terms of its favorableness
(good leader-subordinate relations, high task structure, strong position power) or at the other end
of the continuum)poor leader-subordinate relations, low task structure and weak position power),
in order to select an appropriate style. Fiedler implied the most favorable situation was when
three dimensions were high.

an

In other words, when the leader was high in leader-member

relations, was high on task structure or complex design, and had high position power or a high
degree of organizational authority .

Another contingency/situational approach to leadership is the Path-Goal Theory as defined by
House & Mitchell (1974). These researchers proposed that the leader is the key person to bring
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about improved motivation, satisfaction, and performance to the work group of subordinates. The
two major propositions to the theory are quoted from House (et al.) p. 83:
1) Leader behaviors will be acceptable and satisfying to subordinates to the extent that
the subordinates see such behavior

~

either an immediate source of satisfaction or as

instrumental to future satisfaction.
2) Leader behaviors will be motivational, i.e., increase effort, to the extent that 1.) such
behavior makes satisfaction of subordinates' needs contingent on effective performance

and 2) such behavior complements the environment of subordinates by providing the
coaching, guidance, support, and regards necessary for effective performance."

Therefore, according to House (et al.)" the strategic functions of a good leader are to increase
the number and kinds of personal payoffs to subordinates for work goal attainment and make
paths to these payoffs easier to travel by clarifying the paths, reducing road blocks and pitfalls and
increasing the opportunities for personal satisfaction" (p.84).

To assist the leader with this

process House (et al.) stated that the leader can choose one of four approaches (House p 82):

1) Directive- lets subordinates know what is expected of them, gives specific guidance
~

to what should be done and how l should be done, maintains definite standards of

performance, and asks that subordinates follow standard rules and regulations.
2) Supportive -- friendly and approachable who shows concern for the status, well-being,
and needs of subordinates.
3) Participative - consults with subordinates, solicits their suggestions, and takes these
suggestions seriously into consideration before making a decision.
4) Achievement orjented - sets challenging goals, expects subordinates to perform at
their highest level, continuously seeks improvement in performance, and shows a high
degree of confidence that the subordinates will assume responsibility, put forth effort,
and accomplish challenging goals.
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Unlike Fiedler's model (et al.) these four approaches are used by the same leader in different
situations influenced by two contingency variables: a) personal characteristics of the subordinate,
and b) environmental factors . An example, a personal characteristic is that of locus of control.
Runyon (1973) showed that a subordinate's score on a measure called Locus of Control
moderates the relationship between participative leadership and subordinate satisfaction.
Mitchell (1975) concluded that subordinates with internal locus control are more satisfied with the
participative leadership style and those with external locus of control favor the directive style. An
example of an environmental factor would be the lack of structure of a particular task. The more
dissatisfying the task, the more the subordinates will resent the directive leadership approach. As
House (1974) reported, " leader behavior will be motivation to the extent that It helps
subordinates cope with environment uncertainties, threats from others, or sources of frustration "(

p 86).

Vroom and Yetton (1975) suggest still another contingency approach to leadership. Their
approach is to identify, through an extensive decision tree, the appropriate leadership behavior
for a given set of situations. Vroom (1973) believes that the effectiveness of managerial decisions
is influenced by three situational factors:" a) the quality of the decision; (b) the acceptance of the
decision by subordinates; and (c) the time needed to make a decision" (p.68). On the basis of on
these situations Vroom (et al.)suggests five leader behaviors:

1) Al -- autocratic
2) All -- autocratic with some information from subordinates
3) Cl -- consultative with subordinates individually
4) CII -- group consultative
5) GIi -- participative.

Is there a quality
requirement
such that one
solution is likely
to be more
rational than
another?

A

Do I have
sufficient
information to
make a high
quality decision?

B

Is the problem
structured?

C

Is acceptance
of decision by
subordinates
critical to
effective
implementation?

D

If you were to
make the decision
by yourself, is it
reasonably certain
that it would be
accepted by your
subordinates?

E

Do subordiantes
share the
organizational
goals to be
obtained in
solving this
problem?

F

Is conflict
among
subordinates
likely in
preferred
solutions?

G

1-AI
~2-AI

No

r----:.:::___ 3-AI

□
10-AII
11-CI
~12-GII

14-CII
Figure 7: Vroom's Decision Tree. Reprinted by permission from Victor H. Vroom and Philip W. Yetton,
Leadership and Decision-Making, the University of Pittsburg Press, 1973.

13-CII
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The appropriate leader behavior is derived from a decision tree that incorporates seven
decision rules in to a logical yes/no framework (Figure 8).

Using the decision tree enables a

manager to diagnose any decision situation and appropriate leader behavior by simply answering
the seven questions across the top of the tree.

Lastly, a contingency theory of leadership that draws heavily on previous research, particularly
the Ohio State studies and Blake and Moutons Managerial Grid, is the Situational Leadership
theory by Hersey and Blanchard (1972). The model is pictured as a bell-shaped curve that passes
through four quadrants ( Figure 9). Hersey and Blanchard ( 1988) have labeled the quadrants as
the following: S1 -- high task/low relationship where leader behavior is described as "telling"; S2 - high task/high relationship where leader behavior is described as "selling"; S3 relationship/low task

where leader

behavior is

described as

"participating";

high

and S4 -- low

relationship/low task where leader behavior is described as "delegating". As described by Hersey
( 1984 ), "the X axis of the model represents task behavior, which is the degree to which the
manager directs subordinates' behavior and tasks----the Y axis represents relationship behavior
that is the degree to which the manager supports human factors such as encouragement,
providing clarification, and giving socioemotional support" ( p.29-30). Hersey and Blanchard
believe that managers can evaluate individual situations and their followers' level of readiness
and, using the model, can select the appropriate leadership behavior. In short, the Situational
Leadership model postulates that the appropriate leadership behavior depends primarily on the
level of follower readiness.

Hersey (1988) defines follower readiness "as the subordinate's amount of willingness and
ability to take responsibility for performing at a particular task" (p.44). The amounts of willingness
and ability, from high to low, form four benchmark levels of follower readiness. These are indicated
from R4 to R1 in the model. In using the model, when follower readiness is low or immature (R1 ), it
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is suggested that a leadership behavior of high task, low-relationship, or a telling style, is the most
appropriate (defined in the model ~ S1 quadrant). As the follower gains more task knowledge
and competency (R2 level), the leader behavior should shift to the S2 quadrant of high task, high
relationship, or to a selling mode. With a moderate level of follower readiness (R3) a leader can
relax on task orientation but continue the relationship emphasis (S3).

Finally, ~ a follower

reaches a high level of readiness or maturity (R4), the appropriate leader behavior is low in task
and low in relationship, ~ reflected in the S4 quadrant. When subordinate performance slips
below the standard, Hersey (1988) notes that" ... it is appropriate for the leader to shift back to an
earlier behavior used effectively on less ready or mature followers". (p.113). Using the model, an
S2 or S1 leader behavior, reflecting perhaps a less participative, more autocratic/telling behavior,
would appear to be the appropriate style in dealing with development gaps.

In this section, leadership was discussed by reviewing trait, behavioral and contingency
theories. Early trait studies by Gibb and Stogdill were explored ~ was the behavior approach on
leadership which focuses on what leaders do.

Here, the terms of Consideration and Initiating

Structure were introduced ~ the major behaviors describing leadership.

Lastly, several

contingency approaches to leadership were discussed. These approaches suggested that the
correct leadership approach is the one that is contingent on a function of the situation and the
needs of the group. In concluding on leadership perhaps the best summary is that given by
Bennis (1985). He states that "leadership is the most studied and least understood concept of
any in the social sciences" (p. 4).

Locus of Control

Internal-external locus of control focuses on the perception an individual has about the control
of his or her rewards or reinforcements. In short, an individual may confirm reinforcement as being
contingent on personal actions or they may confirm reinforcement as being contingent on fate,
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chance, luck, or some other personal or non-personal force. This theory was developed by Julian
Rotter (1954, 1962, 1966) and has been the subject of intense research efforts. Major reviews
have been published by MacDonald (1971, 1973), Joe (1971) and Lefcourt (1966, 1981, 1993).

Social learning theory (Rotter, 1954, 1955, 1960) serves as the background for this concept of
reinforcement. As explained by Rotter (1966):
In social learning theory, a reinforcement acts to strengthen an
expectancy that a particular behavior or event wil be followed by
that reinforcement in the future. Once an expectancy for such a
behavior-reinforcement sequence is built up, the failure of the
reinforcement to occur will reduce or extinguish the expectancy.

As an infant develops and acquires more experience it
differentiates events that are causally related to preceding
events and those which are not.

It follows as a general

hypothesis that when the reinforcement is seen as not
contingent upon the subject's own behavior that its occurrence

wiR not increase an expectancy as much as when it is seen as
contingent. Conversely, its non-occurrence will not reduce an
expectancy so much as when it is seen as contingent. (p. 2)

Locus of control, as a part of the social learning theory, relates to the perception of
reinforcement. Rotter (1966) stated:
When a reinforcement is perceived by the subject as following
some action of his own but not being entirely contingent upon
his action, then, in our culture, l is typically perceived as the
result of luck, chance, fate, as under the control of powerful
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others, or as unpredictable because of the great complexity of
the forces surrounding him. When the event is interpreted in
this way by an individual, we have labeled this a belief in external
control.
upon

If the person perceives that the event is contingent

his own behavior or his own relatively permanent

characteristics, we have termed this belief in internal control.
(p. 12)

How Locus ot control 1s Developed

MacDonald (1973) indicated that a person's locus of control developed from antecedents or
events that are either accumulative or episodic. Accumulative events are those that occur over
time with continuous exposure and episodic events are critical incidents that occur over a short
period of time, even those occurring only once.

In his studies on accumulative events, Reichard (1975) indicated that although sparse research
has been done on accumulating events, three important factors have been identified. These are:
"1) social discrimination, 2) prolonged incapacitating disability, and 3) potential child rearing" (p.
13). Elaborating on these factors, studies by Lefcourt (1966) indicated that "groups whose social
position is one of minimal power by class or race score higher in the external direction" (p. 212).
Research by Tabatabai (1981) indicated that males are more internal than females. Land and
Vineberg (1969) cited how internals self-reported how their parents used both physical
punishment and denial of privileges as methods of child rearing.

On the other hand, episodic events are of critical importance to the individual but occur over a
short period of time. As reported in Reichard (1975), these events are often catastrophic in
nature such as "earthquakes or tornadoes; a serious automobile accident; or death of a loved
one" (p. 14).
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Plffereot1a1 Behavior by Internals and Externals

Phares (1976) summarized findings on the differing behaviors exhibited by internals and
externals. He noted that in contrast to externals, internals exert greater efforts to control their
environment, exhibit better learning, seek new information more actively when that information
has personal relevance, uses information better and appears more concerned with information
rather than with social skills which other situations might demand. Strickland ( 1977) indicated that
internals are more often to attribute success to their own abilities, are capable to take advantage of
situations to improve task performance, and actively engage in a goal-directed behavior. On the
other hand, Strickland reported that externals more often attribute success to luck and/or chance,
and require more structure and support from others. In research conducted by Phares, Wilson
and Klymer (1971), internals were found to resort to more sett-blame than externals.

When

dealing with their failures, both male and females' externals blamed outside factors for their failure,
assuming less responsibility for the results.

Lastly, in terms of authority or management

perceptions, Ferguson and Kennelly (1974) concluded that internals, more than externals, view
authority as: a) encouraging a constructive work environment; b) supportive when problems were
encountered; c) more positive; d) having standards that are predicable; and e) took action based
on issue-oriented reasons. It may be no surprise then that in later research by Hammer and Vardi
(1981) It was concluded that internals have greater vertical and horizontal mobility than do
externals, suggesting that management would tend to be internal in its orientation.

The next section is a review of the salient research related to locus of control, job satisfaction,
and leadership behavior. These studies give insight on how the constructs relate to each other
when they are taken concurrently. This is of particular interest as this study attempts to explore
the relationship of these constructs to the Human Resource Development professionals.
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Locus of control and Job saustact1on

Locus of control and its relation to job satisfaction has received notable interest from
researchers. The general findings of the research appear to suggest that a directional relationship
exists between these two variables. Tseng (1970) studied close to 140 participants who enrolled
in vocational training programs at a state vocational rehabilitation center. He concluded

that

internals take better care of equipment, are more satisfied with job training, and are more settreliant and knowledgeable about their work.

GemrnOI and Heisler (1972) examined the

relationship between differential beliefs in one's ability to control the environment with one's level
of job satisfaction. Using Rotter's IE scale with 133 first-level production managers, they found
that higher internality was related to higher reported job satisfaction. A correlation of --.27 was
found between these two variables. In a similar industrial setting , Organ and Greene (1974)
studied close to 100 senior scientists and engineers employed in the research and development,
and engineering divisions of a large manufacturer of electronics equipment components and
supplies. On the basis of Rotter's internal-external locus of control measure, they reviewed the
interrelationships among locus of control, perceived ambiguity in the environment and
satisfaction. Organ (et al.) reported that locus of control was related to both role ambiguity and
satisfaction and that internals are more satisfied with the work setting than externals.

This

importance of locus of control to work experience was highlighted by Andrasani and Nestel
(1976).

In this study of close to 3,000 working males, they found that internally oriented

individuals earned higher compensation, had higher status occupations, and were more satisfied
with their jobs.

Daiy (1979) conducted two separate longitudinal field studies to assess the relationship
between personal control and job satisfaction and performance. In the first study, a sample of
nursing service personnel from a variety of functional and hierarchical levels was used.

The

second study used clerical workers from an insurance organization. The samples differed in terms
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of their training, education, and professionalism but were similar in that both were comparatively
young and nearly all were women. After statistically controlling for locus of control, it
that personal

was found

control significantly predicted job satisfaction and performance across both

samples. However, two contrary conclusions were reached by Evans and Fischer (1992) and by
Hays (1992).
satisfaction.

Evans studied locus of control and Mexican managerial performance and job
Surveying 83 Mexican managers he found the impact of locus of control on

managerial satisfaction to be not significant. Hays studied close to 150 U.S. Navy physicians,
dentists, nurses, scientists, and health care administrators to determine if there

was a relationship

between internal-external locus of control and intrinsic-extrinsic job satisfaction.

The results

indicated that there was no statistically significant correlation between internal locus of control and
intrinsic job satisfaction.

Job satisfaction, Locus of control and Leadership

Runyon (1973) investigated the effects of locus of control on the relation between supervisory
style and satisfaction. He surveyed 11 O manufacturing personnel and found that internals were
more satisfied with supervision than were externals under a participative style, and they were more
satisfied with a participative than with a directive style. On the other hand, externals were more
satisfied than internals under a directive style, and were more satisfied with a directive than with a
participative style. Mitchell (1975) found a similar relationship in a study of 900 employees of a
public utility in a large metropolitan area. Using a two-way analysis of variance to assess the
relationship between I-E, participatory management and satisfaction this group found a significant
interaction (F=3.87, p.<.05). The findings indicate that internals are more satisfied than externals
with supervision regardless of style, however internals are more satisfied with participation and
externals with direction.
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Abdel - Halim (1981) conducted

research

using

the

Leader Behavior Description

Questionnaire, the 1-E scale and a measure of intrinsic job satisfaction to 89 middle to lower level
managers in manufacturing. The data was first analyzed using a zero-order and partial correlations
to assess the relationships of leader initiating structure and consideration to the other variables in
the study and then by a moderated multiple regression analysis.

The results suggest that

satisfaction for internals was unrelated to their supervisor's consideration, however externals
reported less satisfaction with low-consideration than they did with high-consideration
supervisors.

Brady (1988) investigated the relationship of locus of control, leadership styles, and job
satisfaction for 54 male supervisors in a manufacturing company using the Leader Behavior
Description Questionnaire, the 1-E scale and Minnesota Satisfaction Questionnaire. Correlation
coefficients for locus of control, leadership, and job satisfaction were calculated on the data .
These findings suggest that significant correlations were found between initiation of structure and
extrinsic satisfaction r = .36, J2

= .004

and consideration and extrinsic job satisfaction

<.001 and consideration and general satisfaction r = .30, J2 = .014.

sited research, locus

r = .53, J2 =

However, unlike the previous

of control was found not to be significant to the job satisfaction of

supervisors or to the leadership styles of their managers.

The results of the research summarized in this section suggest that locus of control is an
important personality variable in organizational research. It appears to be a useful moderator in its
relationships to job satisfaction and leader behavior across a variety of organization settings and
levels of personnel. Certainly, more research is needed on locus of control, leadership and job
satisfaction variables as organizations become increasingly global and diverse in their products,
technology, and populations.
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Summary

In this chapter, job satisfaction, leadership, and locus of control were discussed .. Three
conceptual approaches to job satisfaction were reviewed. Namely: a) the content approach were
satisfaction is effected by situations found in the environment; b) individual differences were
satisfaction is effected by individual characteristics; and c) the person-job task-organizational
approach were satisfaction was examined as outcomes from this interaction. In each of these
approaches it was seen how job satisfaction is an affective or emotional reaction to a job that
results from the job incumbent's comparison of actual outcomes with this that are desired,
expected and/or deserved. Next, leadership was discussed by reviewing trait, behavioral and
contingency theories.

Early trait or personal characteristic studies by Gibb and Stogdill were

explored as was the behavioral approach which focuses on what leaders do. Here, the terms of
Consideration and Initiating Structure were introduced as the majOr behaviors describing
leadership. In addition, several contingency models to leadership were presented.

These

approaches suggested that the correct leadership approach to use is contingent on a function of
the situation and the needs of the group. Lastly, locus of control was discussed in terms of what it
is, how it is developed as well as the characteristics of individuals with internal and external
orientations. Furthermore, the construct was examined from its interaction with job satisfaction
and leadership. Here several studies were presented suggesting that an internal orientation
generally lead to higher levels of satisfaction (Gemmill and Heisler; Andrasani and Nestle) and that
internally controlled employees are more satisfied with a participative or consideration style of
leadership rather than with a directive or initiating structure style.

CHAPTER 3

METHODOLOGY

Research Questions

Question No. 1:

What is the extent of the relationship between locus of control
and

job

satisfaction

of

Human

Resource

Development

professionals?

Question No. 2:

What is the extent of the relationship between job satisfaction of
Human

Resource

Development

professionals

and

their

management's leadership style?

Question No. 3:

What is the extent of the relationship between locus of control of
Human Resource Development professionals and the leadership
styles of their management?

Research Design

The design of the study will be correlational in examining the strength of relationship between
the independent and dependent variables. According to Williams (1992):
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Correlation characterizes the existence of a relationship
between variables. Although there may be many reasons for a
relationship, correlation says nothing about these reasons.

It

indicates only that two or more variables vary together either
positively or negatively. Correlation itsett indexes the degree of
relationship. (p. 131)

The levels of measurement in this study are both ordinal and nominal scales. In the treatment
of these nominal or categorical measures traditional correlational analysis has generally been
restricted to quantitative scales. However, as Cohen (1983) promulgates:

The traditional restriction of multiple regression/correlation
analysis (MAC) to equal interval scales is quite unnecessary. The
capacity of M RC to use information in almost any form, and to mix
forms as necessary, is an important part of its adaptive flexibility.
Were it finicky about the type of input information it could use, it
could hardly function as a general data-analytic system. (p. 11)

The design treats Job Satisfaction as measured by the three subscale of the MSQ as the
dependent variables with Locus of Control; Initiation of Structure; and Consideration as the
dependent variables. Locus of Control is then treated as the independent variable with Initiation
of Structure and Consideration as the dependent variables.

Analysis, subsequently, is performed at three levels. The first is a demographic description of
the sample; the second is a descriptive analysis via mean scores and standard deviations as
reported from the three survey instruments; the third level examines strength of relationship
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between the independent and dependent variables.

A summary of the analysis levels are

contained below:

Level one Analysis: Demographic Description
1) Job Title
2) Age

3) Gender
4) Level of Education
5) Reporting Level
6) Type of organization
7) Purpose of organization
8) Number of employees in organization
9) Years with organization
10) Years in position

Level Two Analysis: Description of Sample via Mean Scores and Standard Deviations
variable
Locus of Control
Initiation of Structure
Consideration
Intrinsic Satisfaction
Extrinsic Satisfaction
General Satisfaction

47

Level Three Analysis; Evaluation ot Relatjonshjps Between Independent and Dependent
variables

r

variable
Locus of Control
Intrinsic Satisfaction
Extrinsic Satisfaction
General Satisfaction
Initiation of Structure
Intrinsic Satisfaction
Extrinsic Satisfaction
General Satisfaction
Consideration
Intrinsic Satisfaction
Extrinsic Satisfaction
General Satisfaction
Locus of Control
Initiation of Structure
Consideration

Subjects

Participants were selected at random from the membership roster of the American Society for
Training and Development (ASTD).

ASTD is the largest professional society of trainers and

human resource development professionals in the United States. Subjects were mailed a letter
explaining the purpose of the investigation and inviting those HAD professionals whose job
duties were at least 50% or more devoted to HAD to participate. Those who were qualified and
wished to participate completed a "Participation Request" and returned it to the researcher. Upon
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receipt of this request those who seH reported their "qualified status" were asked to complete a
demographic profile summary and three survey instruments used in this study. Additionally, a
pre-paid, sett-addressed envelope for the expedient return of the completed data was provided.
Samples of this material appear in the Appendix .

Measuring instruments

Three questionnaires were used in this study.

They

are:

Leader Behavior Description

Questionnaire Form XII ; Rotter's Internal - External Locus of Control Scale; and the Minnesota
Satisfaction Questionnaire (Short Form). These questionnaires are found in the Appendix.

Leader Behavior oescr1pt1on auest1onna1re (Form

xm

As defined by Stogdill (1963):

The Leader Behavior Description Questionnaire, often referred
to as LBDQ, was developed for use in obtaining descriptions of a
supervisor by the group members whom he supervises. It can be
used to describe the behavior of the leader, or leaders, in any
type of group or organization, provided the followers have had an
opportunity to observe the leader in action as a leader of their
group. (p.1)

The LBDQ grew out of work initiated by Hemphill (1949).

Further development of the

scales by the staff of the Ohio State Leadership Studies has been described by Hemphill and
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Coons (1957).

Shartle (1957) has outlined the theoretical considerations underlying the

descriptive method.

He observed that ''when the Ohio State Leadership Studies were

initiated in 1945, no satisfactory theory or definition of leadership was available" (p.13).

It was

subsequently found in empirical research that a large number of hypothesized dimensions of
leader behavior could be reduced to two strongly defined factors. These were identified by
Halpin and Weiner (1957) and Fleishman (1957) as Consideration and Initiation of Structure.
Halpin (1957) in reporting the development of an Air Force adaptation of the instrument,
identified Initiating Structure and Consideration as two fundamental dimensions of leader
behavior. These dimensions were identified on the basis of a factor analysis of the responses
of 300 B-29 crew members who described the leader behavior of their 52 aircraft
commanders. Initiating Structure and Consideration accounted for approximately 34 to 50
percent respectively of the common variance. In a subsequent study based upon a sample of
249 aircraft commanders, the correlation between the scores on the two dimensions was
found to be .38.

Two factorially defined subscales, Consideration and Initiation of Structure, have been
widely used in empirical research, particularly in military organizations (Halpin, 1954) and
(Fleishman, 1956) and education (Halpin, 1958 and Hemphill, 1955). Halpin (1958) reports
that "in several studies where the agreement among respondents in describing their
respective leaders has been checked by a 'between-group vs. within-group' analysis of
variance, the F ratios all have been found significant at the .01 level. Followers tend to agree
in describing

the

same

leader,

and

the

descriptions

of different

leaders differ

significantly"(p.1).

Only 30 of the 40 items are scored; 15 for each of the two dimensions. The 10 unscored
items have been retained in the questionnaire in order to keep the conditions of
administration comparable to those used in standardizing the questionnaire.

As pointed out
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in Stogdill (1958) "it has not seemed reasonable to believe that two factors are sufficient to
account for all the observable variance in leader behavior" (p.2). However, as Shartle (1957)
observed, no theory was available to suggest additional factors.

LBDO Form XII has 12 subscales and is the fourth revision of the instrument. Each subscale is
composed of either 5 or 10 items.

Subscale 5, initiation of structure, and subscale 8,

consideration, are the two scales used in this research. They consist of the following items:

1)

Initiation of structure - 4, 14, 24, 34, 44, 54, 64, 74, 84, and 94; and

2)

Consideration - 7, 17, 27, 37, 47, 57, 67, 77, 87, and 97.

Each subscale is defined by its component items, and represents a rather complex pattern of
behaviors. Below are the definitions of the subscales:

1)

Representation - speaks and acts as the representative of the group. (5 items)

2)

Demand Reconciliation - reconciles conflicting demands and reduces disorder to system.
(5 items)

3)

Tolerance of Uncertajnty - is able to tolerate uncertainty and postponement without anxiety
or upset.

4)

(1O items)

Persuasiveness - uses persuasion and argument effectively; exhibits strong convictions.
(10 items)

5)

Initiation of Structure - clearly defines own role, and lets followers know what is expected.
(10 items)

6)

Tolerance of Freedom - allows followers scope for initiative, decision, and action. (10 items)

7)

Role Assumption

- actively exercises the leadership role rather than surrendering

leadership to others. (1 O items)
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8)

Consjderatjon - regards the comfort, well being, status, and contributions of followers. ( 1O
items)

9)

Productjon Emphasjs - applies pressure for productive output. (1 o items)

10)

Predictive Accuracy - exhibits foresight and ability to predict outcomes accurately. (5 times)

11)

Integration - maintains a closely knit organization; resolves inter-member conflicts. (5 times)

12)

Superior Orientation- maintains cordial relations with superiors; has influence with them; is
striving for higher status. (10 items)
(Stogdill, 1963, P. 3)

In administering this questionnaire, subjects should indicate their responses by drawing a circle
around one of the five letters (A, B, C, D, E) following each item. The letters represent the
following: A = always, B = often, C = occasionally, D = seldom, and E = never . For most items,
scoring is as follows: A= 5, B = 4, C = 3, D = 2 and E = 1. For items 57, 87, and 97, the scoring is
reversed: A = 1, B = 2, C = 3, D = 4, and E = 5.

Validity

As reported in Brady (1988) Stogdill has provided some evidence of experimental validity for
the LBDQ Form XII. Movies of actors playing leader roles were shown to observers who then
completed LBDQ Form XII. The observers significantly distinguished between consideration and
production emphasis, production emphasis and structure, consideration and tolerance of
freedom, and tolerance of freedom and structure (p.58).

Reliability

The reliability of the subscales was determined by a modified Kruder-Richardson formula. The
reliability coefficients for the initiating structure subscale range from .70 to .80.

The reliability
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coefficients for the consideration subscale range from .76 to .87. These ranges where calculated
after administration to army personnel, highway patrol administrators, aircraft executives, ministers,
community leaders, corporation presidents, labor presidents, college presidents, and senators
(Stogdill, 1963).

Rotter's Internal-External Locus of Control Scale

Rotter's Internal-External Locus of Control Scale is a 29-item, forced-choice scale that includes
6 filler items intended to make the test ambiguous regarding its intent. The score of the test is the
number of external answers, with the highest score possible 23 and the lowest score of zero.
Scores between 1-11 are low scores and suggest an Internal Locus of Control. Vis-a-vis, scores
between 12-23 are high scores and suggest an External Locus of Control.

Validity

As reported by Brady (1988) "evidence of discriminant validity, as shown by low correlations
(-.16 to -.41), have been found between internal-external locus of control and such variables as
social desirability" (p. 49). Several factor analyses have been reported by Rotter (1972) to support
the assumption of unidimensionality of the Internal-External scale.

eenabmtv

Subgroups of 30 males and 30 females from the original sample set of 200 were retested after
1 month and a reliability coefficient of r = .60 for males and

r=

.85 for females were found. After

two months, 63 of the original males and 54 original females were retested with coefficient of

.49 and

r = .61

r=

respectively. Rotter suggested that part of the decrease after the two month
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period was due to differences in administration, that is group versus individual.

An internal

consistency analysis (Kuder-Richardson 20) yielded r = .70 for males and females (Rotter, 1966).

Minnesota Satisfaction Questionnaire (Shon Form)

The MSC short form is based on a subset of the long form items which resulted from the
research on satisfaction for the Minnesota Studies in Vocational Rehabilitation. The MSC short
form is composed of twenty items and consists of three scales: Intrinsic Satisfaction, Extrinsic
Satisfaction and General Satisfaction. These three scales consist of the following items:

Intrinsic Satisfaction

1,2,3,4, 7,8,9, 10, 11, 15, 16,20

Extrinsic Satisfaction

5,6, 12,13, 14, 19

General Satisfaction

1,2,3,4,5,6, 7,8,9, 10, 11, 12,
13, 14, 15, 16, 17, 18, 19,20

The respondent indicates how satisfied they are with the reinforcer on their job by marking one
of five response alternatives presented for each item: "Very Dissatisfied, Dissatisfied, Neither,
Satisfied, Very Satisfied." Administration time for the short-form varies from about five to ten
minutes, with most individuals completing the task in about five minutes. (Weiss et al., 1967)
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construct Yalldlty

Construct validity was established by use of the MSQ to test various predictions from the theory
of work adjustment Weiss (1967). Additional evidence of validity has been inferred from the ability
of the MSQ to discriminate among seven occupational groups of varying social status levels and
among disabled and non disabled groups Weiss (1967).

eeuabmty

The MSQ (short form) is based on seven occupational groups; for the intrinsic satisfaction
scale, the Hoyt reliability (an internal consistency estimate) coefficients ranged from .84 to .91.
For the extrinsic satisfaction scale, the reliability coefficients ranged from .77 to .82. On the
general satisfaction scale, the reliability coefficients varied from .87 to .92.

Median reliability

coefficients were .86 for intrinsic satisfaction, .80 for extrinsic satisfaction, and .90 for general
satisfaction (Weiss,1967). Overall, reliability was "quite satisfactory" in a review of the MSQ by
Albright (1972). Since the short form of the MSQ is based on a subset of the long form, reliability
of the short form may in part be inferred from reliability of the long form.

Chapter 4

Presentation and Analysis of Data

The sample is first described by examining the demographic data and then by presenting the
scores for locus of control; job satisfaction; and leader behavior. Lastly, the results of the data
regarding each research question are explored.

survey Response
A random sample of 2,000 participants was selected from a national membership roster from
the American Society for Training and Development (ASTD). ASTD is the largest professional
society of trainers and human resource development professionals in the United States.
Subjects were mailed a letter explaining the purpose of the investigation and inviting those
human resource development (HRD) professionals whose job duties were at least 50% or more
devoted to HRD to participate.

Those who met this parameter and wished to participate

completed a "Participation Request" and returned it to the researcher. From the 2,000 randomly
selected participants, 168 or 8.4% of the subjects returned the participation request. Of these,
four indicated that their job duties were less than 50% devoted to HRD and were not qualified to
participate. The remaining 164 subjects were mailed a demographic profile summary and three
survey instruments. These were the Minnesota Satisfaction Questionnaire (Short Form), Rotter's
Internal-External Locus of Control Scale, and Leader Behavior Questionnaire, Form XII. From
these 164 subjects, 156 or 94% returned the completed surveys. However for two subjects, one
Internal-External Locus of Control Scale, and one Leader Behavior Questionnaire Form XII were
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incomplete and therefore unused in this study. As a result, 154 subjects constituted the sample
for this study, or some 7. 7% of the initial national sample.

pemographtc Pata
The sample characteristics were described through the use of the subject's answers to the
items on the demographic profile.

sample Characteristics
Of the 154 subjects, 33% had a title of Specialists; 36% had a title of Manager; 21% had a title
of Director and 10% had a title of Vice President.

From a description of the major job

responsibilities it appears that those with the title of Specialists did not supervise personnel
directly and those with the titles of Manager; Director; and or Vice President did appear to
supervise a staff. Of this group of subjects, 33 or 21.4% indicated that their current position
responsibilities in HAD accounted for between 50% to 75% of their professional time and 121 or
78.6% of the subjects indicated that their current position responsibilities in HAD accounted for
over 75% of their time.

~
The age of the subjects ranged from 27 to age 69 with a mean age of 43 years. A complete
analysis of this item appears in table 1.

Gender
Seventy-four or 48.1% of the subjects were male and eighty or 51.9% were female.
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Level of Educatjon
Sixty-three percent held Master's or Doctoral degrees, while 31.8% held a Bachelor's degree
and 5.2% indicated their highest level of educational attainment was High School.

Reporting Relationship
When asked what level of management do you report to, 60.4% indicated that they report
directly to someone considered Top Management; 33.8% indicated they report directly to
someone considered Middle Management, while 5.8% reported to First Line Management.

Type of Organization
From the sample, 68.2% of the subjects worked for profit organizations and 31.8% worked for
not-for-profit organizations.

lodustcv Type
Manufacturing accounted for 30.5%, while Service organizations accounted for 21.4%.
Education and Government accounted for 9.1% and 8.4% respectively, while Retail and
Construction accounted for 3.2% and 1.3% of the total. Lastly, 26% of the subjects responded to
industry type by using the "other'' category.

Population of Organization
From the sample, 50.6% indicated that their organization employed less than 2,000
employees, while 23.4% reported employee population to between 2,000 and 5,000 and 26%
indicated their employee base was greater than 5,000.

Tenure with Present Employer
Over 26% of the subjects were employed with their present employer between 6 and 1Oyears.
A complete analysis of this item appears in table 1.
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Table 1.

Blographlcal Data Sample Characteristics
N

%

25- 29

13

8.4

30-34

16

10.4

35-39

26

16.9

40-44

31

20.1

45-49

34

22.1

50-54

27

17.5

7

4.5

Male

74

48.1

Female

80

51.9

8

5.2

Bachelors

49

31.8

Masters

70

45.5

Post Graduate

27

17.5

Top

93

60.4

Middle

52

33.8

9

5.8

105

68.2

49

31.8

Age:

55 and over

Gender:

Levels of Education:
High School

Reporting Relationship:

First Line

Type of Organization:
Profit
Non Profit
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Table 1. (cont'd)

Biographical Data Sample Characteristics

N

%

47

30.5

5

3.2

33

21.4

Construction

2

1.3

Government

13

8.4

Education

14

9.1

Other

40

26.0

Less than 2,000

78

50.6

2,000 to 5,000

36

23.4

5,000 to 15,000

20

13.0

over 15,000

20

13.0

9

5.8

1- 2 years

23

14.9

3 -5 years

31

20.1

6 -10 years

41

26.6

11 - 15 years

21

13.6

Over 15 years

29

18.8

0- 6 months

17

11.0

1- 2 years

48

31.2

3 -5 years

54

35.1

6-10 years

26

16.9

11 - 15 years

7

4.5

Over 15 years

2

1.3

Industry Type:
Manufacturing
Retail
Service

Population of Organization:

Tenure with Present Employer:
0- 6 months

Tenure in Present Job:
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Tenure io Present Job
Over 35% of the subjects held their present job between 3 and 5 years. A complete analysis of
this item appears in table 1.

Distribution of Internal-External Locus of Control
Internal-External locus of control of the subjects was obtained using Rotter's Internal-External
Locus of Control Scale (Appendix).

Heilbrun's (1989) methodology was used to identify a

subject's locus of control as either internal or external. Heilbrun used the median as the focus
point to determine subjects internal or external locus of control. Subjects who scored between
12 and 23 were identified as having an external locus of control. Those subjects having a score
between zero and 11 were identified as having an internal locus of control.

In this study, 78% were identified as having an internal locus of control with a mean of 7.44 and
a standard deviation of 3.97. Scores ranged from 20 to zero. Distribution of the internal-external
locus of control scores are presented in table 2.

Measure of Intrinsic, Extrinsic, and Overall Job Satisfaction
Job satisfaction levels of the subjects were obtained from the Minnesota Satisfaction

Questionnaire Short Form (MSQ) (Appendix).

A summary analysis of intrinsic, extrinsic and

overall job satisfaction appears in table 3.

Overall Job Satisfaction
The mean score for overall job satisfaction on the MSO - Short Form was 77 .55 with a standard
deviation of 12.35. Scores ranged from 31 to 99, with a minimum possible score of zero to a
rnaxirrum possible score of 100.

Of the subjects, 29.9% were highly satisfied with overall job
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Table 2.

Distribution of Internal-External Locus of Control Scale

Cum%

1-E Score

External

20

1

Locus of

19

1

99.4

Control

17

1

98.7

15

2

98.1

14

4

96.8

13

5

94.2

12

20

90.9

Internal

11

3

77.9

Locus of

10

10

76.0

9

7

69.5

8

11

64.9

7

22

57.8

6

14

43.5

5

17

34.4

4

12

23.4

3

10

15.6

2

5

9.1

1

5

5.8

0

4

2.6

Control

N=

154

Mean=

7.44

100

SD=

3.97

62
Table 3.

Distribution of Intrinsic, Extrinsic, and General Job Satisfaction

Satisfaction Scale

Intrinsic

Extrinsic

Overall

Mean 77.55
Standard Deviation

12.35

Percentiles
Low degree

1

26

7

38

of satisfaction

5

38

10

55

10

40

12

61

15

43

13

65

20

44

15

66

25

46

16

68

Average

30

47

17

72

degree of

35

48

18

74

satisfaction

40

50

19

78

45

51

21

79

50

51

21

80

55

52

22

80

60

52

22

83

65

53

23

84

70

54

23

85

High degree

75

55

24

86

of satisfaction

80

56

24

89

85

57

25

90

90

58

26

91

95

59

28

95

99

62

30

98

63

satisfaction, 42.8% had an average degree of overall job satisfaction, and 27 .3% had a low degree
of overall job satisfaction.

Intrinsic Job Satisfaction
The sample in this study had a mean of 50.03 with a standard deviation of 7.03 for intrinsic job
satisfaction. Scores ranged from 23 to 64 with a minimum possible score of zero and a maximum
score 60. Of the subjects, 31.8% were highly satisfied with intrinsic job satisfaction, 45.4% had
average intrinsic job satisfaction, and 22.8% had low intrinsic job satisfaction.

Extrinsic Job Satisfaction

The mean score for extrinsic job satisfaction was 19.95 with a standard deviation of 5.45.
Scores ranged from 6 to 30 with a minimum possible score of zero and a maximum possible score
of 30. Of the subjects, 27.7% were highly satisfied with extrinsic job satisfaction, 41.6% had an
average degree of extrinsic job satisfaction, and 26.2% had a low degree of extrinsic job
satisfaction.

Measure of Leader Behavior
Leader Behavior was determined through the Leader Behavior Description Questionnaire Form XII (LBDO) (Appendix). The two factorially defined subscales, Consideration and Initiation of
Structure were used to measure leader behavior.

The mean score for Consideration was 34.80 with a standard deviation of 7.16.

The mean

score for Initiation of Structure was 34.67 with a standard deviation of 5.92.

Job Satisfaction: Leadership Behavior: and Locus of Control
The following research questions have been delineated to determine the relationship among
these constructs:
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1) Is there as significant relationship between locus of control and job satisfaction of
HRD professionals?
2)

Is there a significant relationship between job satisfaction of HRD professionals and
their manager's leadership behavior?

3)

Is there a significant relationship between locus of control of HRD professionals and
leadership behavior of their manager's?

A Pearson Product Moment Correlation Coefficient was calculated to determine if statistically
significant relationships existed. The correlation coefficients for the locus of control, leadership,
and job satisfaction variables are presented in table 4.

Locus of Control scores and extrinsic job satisfaction scores proved to have a statistically
significant negative relationship, r =-.1818 p < .05. lnotherwords, as the score for locus of control
decreases, indicating a higher degree of internal locus of control, the higher the score on extrinsic
job satisfaction. Significant positive correlations were observed among: (a) initiation of structure
and intrinsic satisfaction r = .3563 p <.01: (b) initiation of structure and extrinsic satisfaction

r=

.5156 p < .01: (c) initiation of structure and general satisfaction r = .4691 p < .01: (d) consideration
and intrinsic satisfaction r = .4588 p < .01: (e) consideration and extrinsic satisfaction r = .6678 p <

.01; and among (f) consideration and general satisfaction r = .6051 p < .01.

None of the

remaining correlations -- locus of control and intrinsic or general satisfaction or locus of control with
the leadership variables consideration and initiation of structure - were significantly different from
zero.

As an additional analysis, multiple regression was performed using the MSQ satisfaction scales
as the dependent variables with locus of control and the LBDQ leadership scales of consideration
and initiation of structure a5 the independent variables.

Refer to Appendix for a complete

summary. These results support the findings of the previous tests.
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Table 4.

Correlation Coefficients of the Locus of Control, Leadership, and Job
Satisfaction Variables

r

Variable
Locus of Control
Intrinsic Satisfaction

-.0571

Extrinsic Satisfaction

-.1818*

General Satisfaction

-.1274

Initiation of Structure
Intrinsic Satisfaction

.3563**

Extrinsic Satisfaction

.5156**

General Satisfaction

.4691 **

Consideration
Intrinsic Satisfaction

.4588**

Extrinsic Satisfaction

.6678**

General Satisfaction

.6051 **

Locus of Control
Initiation of Structure

-.0782

Consideration

-.1438

g, < .05
•• g, < .01
*

N = 154

g, values are 2-tail.
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A table of multiple R squared coefficients was developed from this information. (Table 5) It

appears that the independent variables account for 23% of the variability of intrinsic satisfaction,
49% of the variability of extrinsic satisfaction, and 40% of the variability of general satisfaction.

Table 6 examines the regression equation for all three independent variables and shows that:
1.

For intrinsic satisfaction, the leadership measure of consideration has a significant
beta weight of .376.

Further examination found non significant beta weights for

initiation of structure and locus of control.
2.

For extrinsic satisfaction, the leadership measure of consideration has a significant
beta weight of .536, more than twice the beta weight of initiation of structure at .225.
Here again, a non significant beta weight for locus of control was observed.

3.

For general satisfaction, the leadership measure of consideration has a significant
beta weight of .489, close to two and one half times the beta weight of initiation of
structure at .207. Once again, a non significant beta weight has observed for locus of
control.

Table 5
Multiple R Squared - MSQ Scale

MSOScale

RSauare

Intrinsic

.22868

Extrinsic

.49035

General Satisfaction

.39892

67
Table 6
Multiple Regression Results*-A

Dependent Variables

Predictor Variable

General

lotriosic

Extrjnsjc

Satjstactjon

Consideration

.376610
(<.001)

.536127
(<.001)

.489828
(<.001)

Initiation of Structure

.158383
(.062)

.225954
(.001)

.207494
(.006)

Locus of Control

.009480
(.896)

-.087010
(.141)

-.040702
(.525)

* Standardized Beta Coefficients and (p values)

Once again, multiple regression was performed, only this time using the LBDQ scales of
consideration and initiation of structure as the dependent variables with locus of control as the
independent variable.( Table 7) These results support the findings of the previous tests in that no
significant relationship was found.

Table Z
Multiple Regression Results*-B

Predictor Variable

Dependent Variables
lnitiationof

Locus of Control

R Square

consjderatjon

Structure

-.143790
(.075)

-.078198
(.335)

.02068

.00611

* Standardized Beta Coefficients and (p-values)

Lastly, selected demographic data has been summarized to quantitatively describe the
sample. These include the participant's gender, education level, age, reporting level, and tenure
with the organization. Analysis was performed by providing a demographic description of the
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sample via mean scores and standard deviations, ac; well ac; by reporting the appropriate t-tests
and one-way ANOVA's. As a capstone, the strength of the relationship between independent
and dependent variables for the demographic categories is examined. Refer to Appendix for a
complete summary.

Table 8 provides the mean scores, standard deviations and t-tests for locus of control, job
satisfaction and leadership behavior by gender.

Scores for both genders indicate an internal

locus of control with minimal difference on standard deviations, resulting in at value of -1.10 with
a non-significant p-value of .27. Job satisfaction measures for gender indicate no significant
differences between male and female participants. The result of the t-test for intrinsic satisfaction

is-.14 with anon-significant p-value of .89; extrinsic satisfaction shows at-value of 1.13 with a
non-significant p-value of .25; and, general satisfaction shows a t-value of .29 with a nonsignificant p-value of .77.

Lastly, the leadership measures of initiation of structure and

consideration show at-test of -.16 and .05 respectively with non-significant p-values of .87 and
.95.

In short, no significant differences were found among the construct measures and the

gender of the participants.

Table 9 provides the mean scores, standard deviations and one-way ANOVA's for locus of
control, job satisfaction and leadership behavior by reporting level. Reporting level is categorized
by TOP (those having titles of Vice President or Director), Middle (those having titles of Manager),
and First-Line (those having titles of Supervisor). Scores across al reporting levels indicate an
internal locus of control with a F value of .57 and a non-significant p-value of .56. Job satisfaction
measures, for the three reporting groups, indicate no significant differences. The results of the
ANOVA for intrinsic satisfaction is an F of .87 with a p-value of .41 ; extrinsic satisfaction shows a F
of .31 with a p-value of .72; and general satisfaction shows a F of .48 with a p-value of .62. Lastly,
the leadership measures of initiation of structure and consideration show a F of .06 and .03
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respectively with non-significant p-values of .94 and .97. In surrmary, no significant differences
were found among the construct measures and the reporting levels of the participants.

Table 1o provides the mean scores, standard deviations and one-way ANOVA's for locus of
control, job satisfaction and leadership behavior by educational level.

Education level is

categorized by High school, Bachelor's degree, Master's degree and Post-Graduate study.
Scores across all education levels indicate an internal locus of control with a F value of .22 and a
non-significant p-value of .88. Job satisfaction measures, for all four educational groups, indicate
no significant differences. The results of the ANOVA for intrinsic is a F of .79 with a p-value of .49;
extrinsic satisfaction shows a F of .27 with a p-value of .84; and general satisfaction shows a F of
.39 with a p-value of .75.

Lastly, the leadership measures of initiation of structure and

consideration show a F of .35 and 1.45 respectively, with non-significant p-values of .78 and .21.
In short, no significant variations were found among the construct measures and the educational
levels of the participants.

Table 11 provides the mean scores, standard deviations and one-way ANOVA's for locus of
control, job satisfaction and leadership behavior by tenure in the organization. Tenure has been
categorized by intervals 0-6 months, 1-2 years, 3-5 years, 6-10 years, 11-15 years and 15+ years.
Scores across all tenure levels indicate an internal locus of control with a F value of .73 and a nonsignificant p-value of .59. Job satisfaction measures for the six tenure categories indicated no
significant differences. The results of the ANOVA for intrinsic satisfaction is a F of .39 with a nonsignificant p-value of .85; extrinsic satisfaction shows a F of .41 with a non-significant p-value of
.83; and general satisfaction shows a F of .21 with a non-significant p-value of .95.

Lastly, the

leadership measures of initiation of structure and consideration show F values of .71 and .52
respectively, with non-significant p-values of .60 and .75. Again, no significant differences were
found among the construct measures and the tenure categories of the participants.
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Table 12 correlates the demographic variable age with locus of control, job satisfaction, and
leadership behavior. Though age was broken into cohorts for summary description of the sample,
Pearson's r was computed for age as reported by each participant. As indicated, all p-values were
found non-significant, indicating that no significant linear relationship was found among the
construct measures and age of the participants.

Lastly, Table 13 illustrates the results of a multiple regression analysis using the constructs
measures of locus of control, job satisfaction and leadership behavior as the dependent variables
with the demographic categories as predictor variables. These results support the findings of
previous tests in that no significant relationships were found.

It appears that each of the

constructs is independent of one another.

Table 8
Mean Scores, Standard Deviations and t-Tests
for Locus of Control, Job Satisfaction and
Leadership Behavior by Gender
~

Maw.

Female

1

12

Locus of Control

7.0
(4.2)

7.7
(3.7)

-1.10

NS

Intrinsic Satisfaction

34.5
(6.7)

34.7
(7.3)

-.14

NS

Extrinsic Satisfaction

20.4
(5.6)

19.4
(5.2)

1.13

NS

General Satisfaction

77.8
(12.2)

77.2
(12.4)

.29

NS

Initiation of Structure

34.5
(6.5)

34.7
(5.3)

-.16

NS

Consideration

34.8
(6.6)

34.7
(7.6)

.05

NS

N = 154
Male= 74
Female= 80
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Jabte9
Mean Scores, Standard Deviations and
One Way ANOVA for
Locus of Control, Job Satisfaction and
Leadership Behavior by Reporting Level

~

TQl2

~

Eirst Lice

E

12

Locus of Control

7.2
(4.2)

7.5
(3.3)

8.7
(4.0)

.57

NS

Intrinsic Satisfaction

50.5
(7.2)

49.0
(6.8)

51.0
(6.3)

.87

NS

Extrinsic Satisfaction

20.2
(5.5)

19.4
(5.3)

20.2
(5.8)

.31

NS

General Satisfaction

78.3
(12.8)

76.3
(11.9)

76.5
(9.7)

.48

NS

Initiation of Structure

34.5
(5.8)

34.9
(6.2)

34.3
(5.9)

.06

NS

Consideration

34.7
(7.0)

35.0
(7.5)

34.5
(6.2)

.03

NS

Top
= Titles of VP/Director
Middle
= Titles of Manager
First Line = Titles of Supervisor

N=93
N=52
N=9
N = 154
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Table 10
Mean Scores, Standard Deviations and
One Way ANOV A for
Locus of Control, Job Satisfaction and
Leadership Behavior by Education

~

~CQU'2

1

~CQU'2

2

~CQU'2 J

~CQU'2 ~

E

g_

Locus of Control

7.7
(4.2)

7.7
(3.9)

7.1
(3.7)

7.4
(4.6)

.22

NS

Intrinsic Satisfaction

51.0
(5.3)

50.4
(6.5)

49.1
(7.8)

51.2
(6.0)

.79

NS

Extrinsic Satisfaction

21.3
(4.9)

19.5
(5.1)

20.0
(5.4)

21.3
(4.9)

.27

NS

General Satisfaction

80.7
(10.6)

77.6
(11.4)

76.6
(13.5)

78.8
(11.5)

.39

NS

Initiation of Structure

36.0
(3.6)

34.6
(5.9)

34.2
(5.5)

35.3
(7.3)

.35

NS

Consideration

39.5
(3.7)

34.5
(7.4)

34.9
(6.4)

33.4
(8.7)

1.49

NS

Group 1 = High School
Group 2 = Bachelors

N=8
N =49

Group 3 = Masters
Group 4 = Post Grad

N =70
N =27
N = 154

!able l l
Mean Scores, Standard Deviations and
One Way ANOVA for
Locus of Control, Job Satisfaction and
Leadership Behavior by Tenure In the Organization
~

Q-§

[!!Q§,

li.m

lim

6-10 ll~

ll-l5 XCS

l5± XCS

f

11

Locus of Control

8.1
(3.6)

6.8
(3.4)

6.6
(4.7)

8.0
(4.0)

7.1
(3.5)

8.0
(4.0)

.73

NS

Intrinsic Satisfaction

50.5
(5.9)

48.8
(9.0)

49.9
(6.8)

49.7
(7.0)

50.0
(7.7)

51.4
(5.3)

.39

NS

Extrinsic Satisfaction

21.6
(3.7)

20.6
(7.0)

19.7
(4.8)

19.3
(5.9)

20.3
(5.3)

19.5
(4.5)

.41

NS

General Satisfaction

80.1
(8.4)

76.1
(15.8)

76.8
( 11.2)

77.1
(13.4)

78.1
(13.7)

78.6
(8.9)

.21

NS

Initiation of Structure

36.1
(5.7)

35.5
(6.0)

34.6
(5.4)

33.2
(6.6)

35.2
(5.2)

35.0
(6.0)

.71

NS

Consideration

35.7
(5.2)

35.2
(7.9)

35.6
(7.0)

33.8
(7.0)

36.0
(6.3)

33.7
(8.2)

.52

NS

0-6mos N= 9
1-2yrs N= 23
3-5 yrs N = 31

6-10 yrs N = 41
11-15yrs N=21
15+ yrs N = 29
N = 154
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Table 12
Locus of Control, Job Satisfaction
and Leadership Behavior
Correlated With Age

Pearson r

~

Locus of Control

.04

NS

Intrinsic Satisfaction

.13

NS

Extrinsic Satisfaction

.005

NS

General Satisfaction

.08

NS

Initiation of Structure

-.02

NS

Consideration

-.03

NS

~

N = 154
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Table 13
Summary of Multiple Regression Results

Predictor Variable

Dependent Variables
~

ffl

EX[

Ge □ecal

JS

~

Sex

.059
(.49)

.011
(.89)

-.109
(.21)

-.030
(.72)

.009
(.91)

-.043
(.13)

Education Level

-.027
(.76)

-.004
(.95)

-.057
(.52)

-.025
(.77)

-.016
(.84)

-.160
(.07)

(.018)
(.85)

.139
(.17)

.073
(.47)

.105
(.30)

.022
(.82)

.065
(.52)

.050
(.54)

-.078
(.34)

-.031
(.71)

-.084
(.31)

.011
(.88)

.031
(.70)

.050
(.62)

.013
(.89)

-.110
(.28)

-.017
(.86)

-.019
(.85)

-.102
(.31)

Age
Reporting Level
Tenure

Beta Qaefti~ie □ts and (r;Mr'.alues)
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Summary

This chapter described the results of this study. It began by examining the survey response
and then exploring the demographic profiles of the participants. The data revealed that the HRD
participants were almost equally represented by gender; averaged 43 in age; completed graduate
education; reported to positions designated as Top Management; worked in for profit
organizations that were primarily engaged in the manufacturing of products and employed less
than 2,000 employees; had been employed with their current organization between three and
ten years; and had been in their stated positions between three and five years.

Next, the research questions were examined and revealed no statistically significant
relationship among locus of control and intrinsic or general satisfaction or locus of control with the
leadership variables consideration and iniitiation of structure. However, there was a statistically
significant negative relationship between locus of control and extrinsic job satisfaction at the .05
level. Moreover, significant positive correlations were observed among: (a) initiation of structure
and intrinsic satisfaction; (b) initiation of structure and extrinsic satisfaction; (c) initiation of structure
and general satisfaction; (d) consideration and intrinsic satisfaction; (e) consideration and extrinsic
satisfaction and (f) consideration and general satisfaction. These were all found significant at the
.01 level.

Lastly, selected demographic data was analyzed. Results indicated no significant differences
among the construct measures and the demographic variables of gender, reporting level,
education, tenure or age. Based on this information, it appears that each of the constructs is
independent of one another.

CHAPTER 5

DISCUSSION, IMPLICATIONS AND RECOMMENDATIONS

Summary

The purpose of this research was to determine: (a) the extent of the relationship between
locus of control and job satisfaction of Human Resource Development professionals; (b) the
extent of the relationship between job satisfaction of Human Resource Development
professionals and management's leadership style; and (c) the extent of the relationship between
locus of control of Human Resource Development professionals and the leadership style of their
management.

A national survey was conducted of members from the American Society of Training and
Development. From this national survey, 154 subjects whose duties were at least 50% or more
devoted to human resource development participated. Three survey instruments were used in
this research. They were: Rotter's Internal-External Locus of Control Scale; the Minnesota
Satisfaction Questionnaire (Short Form); and the Leader Behavior Description Questionnaire,
Form XII. The data was analyzed for each of the research questions using the Pearson ProductMoment Correlation Coefficient with an alpha level of .01.

The analysis of the data revealed a statistically significant negative relationship between locus
of control and extrinsic job satisfaction. In other words, ~ locus of control scores decrease,
indicating a higher degree of internal locus of control, the higher the score of extrinsic satisfaction.
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Significant positive correlations were observed among: (a) initiation of structure and intrinsic
satisfaction: (b) initiation of structure and extrinsic satisfaction; (c) initiation of structre and general
satisfaction; (d) consideration and intrinsic satisfaction; (e) consideration and extrinsic satisfaction;
and (f) consideration and general satisfaction. None of the remaining correlations - locus of
control and intrinsic or general satisfaction or locus of control with the leadership variables
consideration and initiation of structure were significantly different from zero at the .05 or .01
levels.

01scuss100

The following discussion is based on the results of this research and presented using the three
research questions defined in this study. The first research questions is: Is there a significant
relationship between locus of control and the job satisfaction of Human Resource Development
professionals? The results of this study indicate that there is no statistically significant correlation
between locus of control and either intrinsic or general satisfaction.

The results do indicate

however, a statistically significant negative correlation between locus of control and extrinsic job
satisfaction.

This correlation parallels the findings of Hays (1992). Studying the relationship between locus
of control and job satisfaction, Hays found the same significantly negative correlation -.1801 at the
.05 level (p.41). As suggested by Hays (p.51), various demographic variables may provide the
rationale. For example, one explanation may be the educational level of the subjects.
study, 63% of the subjects held Master's or Doctoral degrees.

In this

This would tend to support

previous studies conducted separately by both Otten (1977) and ldeus (1992).

In these

investigations both researchers reported positive correlations between increased years of
education and increased job satisfaction. In addition, Bensman and Haller (1978) explored the
relationship between locus of control and educational attainment and suggested that internals
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seek education as a means of career growth and status attainment. A second explanation for a
significant negative correlation between locus of control and extrinsic job satisfaction may be the
length of tenure with the organization. In this study 59% of the subjects had six or more years of
service with the organization. ldeus (1992) in his studies of job tenure and job satisfaction, ·found
a relationship did exist between increased tenure with an organization and job satisfaction. A third
explanation may be the levels of employment with the organization.

In this study 67% of the

subjects had titles of either manager, director, or vice president. In research conducted by Seay
(1986) It was discovered that mid and upper level managers not only tend to be internal in
orientation, but have higher levels of job satisfaction then lower level counterparts.

Earlier

research by Andrasani and Nestel (1976) reported that internals had higher status and were more
satisfied than externals.

Lastly, the age of the subjects may provide an explanation for a

significant negative correlation between locus of control and extrinsic job satisfaction. In this
study 64% of the subjects were 40 years and older.

Research conducted by Knoop (1989)

suggested that age and locus of internal control are related and Saleh and Otis (1964) reported
that job satisfaction increased to age 59.

Afterwhich, job satisfaction declined due to a

perception of lack for further development.

The second research question is: Is there a significant relationship between job satisfaction of
Human Resource Development professionals and their management's leadership style? The
results found in this study suggest that a significant relationship between job satisfaction of
Human Resource Development professionals and their management's leadership style was
observed. Specifically, positive correlations were observed between (a) initiation of structure and
intrinsic satisfaction

r = .3563

P<.01; (b) initiation of structure and extrinsic satisfaction

p<.01: (c) initiation of structure and general satisfaction

r=

.4691 p<.01: (d) consideration and

intrinsic satisfaction r = .4588 p<.01; consideration and extrinsic satisfaction
consideration and general satisfaction

r = .5156

r =.6678

p<.01; and

r = .6051 p<.01. The general direction of these findings
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support several previous works that indicate that the considerate behavior of leaders was most
related to job satisfaction (Runyon 1973; Mitchell 1975; and Brady 1988).
Of particular interest is that both factors of leader behavior, initiating structure and
consideration, not only yielded significant satisfaction levels across both intrinsic and ·extrinsic
measures but reported the strongest correlation measure for extrinsic factors such as company
practices, supervision and salary.

Intrinsic satisfaction factors such as the work itself and

responsibility were not as highly related to either factor of leadership behavior. One explanation
for this is that internals who are already motivated by their desire to control their own work
responsibility, may look externally for their personal measure of satisfaction. Therefore, factors
such as company policies and practices, compensation and advancement, and avenues to
improve skills and competencies become the benchmark criteria for levels of job satisfaction.

The third research question is: Is there a significant relationship between locus of control of
Human Resource Development professionals and their manager's leadership style? The results
found in this study did not find a significant correlation between locus of control of Human
Resource Development professionals and leadership styles of their managers. This parallels the
findings of Brady (1988) who concluded that locus of control and its relation to the leadership
styles of managers ... "may be a variable that is independent of others used in this study (p.66).

lmpucations

The results of this research suggests that both locus of control and leadership style have a
significant relationship with job satisfaction. For the practicing Human Resource Development
professional this information can be insightful from several perspectives. First, it suggests that
those personnel who are internal in their locus of control will look for satisfaction outside of or
externally from the job itself. lnotherwords, company policies and practices, reward systems and
structures and cash and non cash recognition vehicles become the superior methods of ensuring
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job satisfaction. As the role for Human Resource Development professional becomes more
integrated with the business strategies of an organization, and therefore more critically linked to
results, extrinsic satisfaction factors become imperative to motivate, retain, and satisfy these
skilled professionals.

Secondly, a,; Spector (1982) noted, internals are best suited for highly skilled jobs,
professional jobs and supervisory jobs.

As many worldwide organizations re-align and re-

engineer, job designs are taking on characteristics that maybe best suited to those with an internal
locus of control. Given this, Human Resource Development professionals would be wise to focus
on these extrinsic satisfaction factors such as, alternate work schedules; telecommuting; and work
and family benefits, when making assessments on organizational-wide system changes.

Lastly, for those who direct Human Resource Development professionals in the execution of
their responsibilities, this research suggests that both leadership styles of consideration or
initiation of structure provide for significant levels of job satisfaction.
relationship

Although a stronger

was found for a leadership style characterized by consideration then by one

characterized by initiation of structure, it is important to remember that no perfect leadership style
has emerged. Locke (1991) in his studies on leadership states that leadership styles differ from
one leader to another. What is consistent is that effective leaders are "motivated and honest...
they know how to deal with people...

they have a vision, and they work tirelessly to achieve it."

(Locke, p.10). As the job design for Human Resource Development professionals is one where
most of the work is done without direct supervision, leadership styles which concentrate on
formulating, developing, and promoting the organization's vision may indeed provide the best
levels of job satisfaction.
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Recommendations

The findings of this study prompt a number of recommendations for further research.
1)

Similar research should be conducted in other professions to provide an understanding of

differences and similarities among locus of control, job satisfaction, and leadership styles.
2)

Additional research should be conducted to determine if a statistically significant relationship

exists between a variety of biographical variables with locus of control, job satisfaction, and
leadership styles.
3)

Similar studies should be conducted using different survey measures of locus of control, job

satisfaction, and leadership style.
4)

Research on these constructs should be conducted across various cultures as product lines

and services become more global.
5)

Research should be conducted and analyzed using longitudinal studies of individuals early

in their careers and tracking progression/changes on the reported scales.

APPENDIX A

LOCUS OF CONTROL SCALE
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Locus of Control Scale

Test Number

This is a questionnaire to find out the way in which certain important events in our society affect
different people. Each item consists of a pair of alternative lettered a orb. Please select the one
statement of each pair (and only one) which you more strongly believe to be the case as far as
you're concerned. Be sure to select the one you actually believe to be more true rather than the
one you think you should choose or the one you would like to be true. This is a measure of
personal belief; obviously there are no right or wrong answers.

Please answer these items carefully but do not spend too much time on any one item. Be sure to
find an answer for every choice. Choose the statement you believe to be more true.

In some instances you may discover that you believe both statements or neither one.

In such

cases, be sure to select the one you more strongly believe to be the case as far as you're
concerned. Also try to respond to each item independently when making your choice; do not be
influenced by your previous choices.

All answers will be kept confidential.

1.

a.

Children get into trouble because their parents punish them too much.

b.

The trouble with most children nowadays is that their parents are too easy with
them.

2.

a.

Many of the unhappy things in people's lives are partly due to bad luck.
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3.

b.

People's misfortunes result from the mistakes they make.

a.

One of the major reasons why we have wars is because people don't take
enough interest in politics.

4.

b.

There will always be wars, no matter how hard people try to prevent them.

a.

In the long run, people get the respect they deserve in this world.

b.

Unfortunately, an individual's worth often passes unrecognized no matter how
hard he tries.

5.

a.

The idea that teachers are unfair to students is nonsense.

b.

Most students don't realize the extent to which their grades are influenced by
accidental happenings.

6.

a.

Without the right breaks, one cannot be an effective leader.

b.

Capable people who fail to become leaders have not taken advantage of their
opportunities.

7.

a.

No matter how hard you try some people just don't like you.

b.

People who can't get others to like them don't understand how to get along
with others.

8.

9.

a.

Heredity plays the major role in determining one's personality.

b.

It is one's experiences in life which determine what they're like.

a.

I have often found that what is going to happen will happen.

b.

Trusting to fate has never turned out as well for me as making a decision to take
a definite course of action.

10.

a.

In the case of the well prepared student, there is rarely if every such a thing as
an unfair test.

b.

Many times exam questions tend to be so unrelated to course work that
studying is really useless.

11.

a.

Becoming a success is a matter of hard work, luck has little or nothing to do with
it.
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12.

b.

Getting a good job depends mainly on being in the right place at the right time.

a.

The average citizen can have an influence in government decisions.

b.

This world is run by the few people in power, and there is not much the little guy
can do about it.

13.

a.

When I make plans, I am almost certain that I can make them work.

b.

It is not always wise to plan too far ahead because many things tum out to be a
matter of good or bad fortune anyhow.

14.

15.

16.

a.

There are certain people who are just no good.

b.

There is some good in everybody.

a.

In my case, getting what I want has little or nothing to do with luck.

b.

Many times we might just as well decide what to do by flipping a coin.

a.

Who gets to be the boss often depends on who was lucky enough to be in the
right place first.

b.

Getting people to do the right thing depends upon ability, luck has little or
nothing to do with it.

17.

a.

As far as world affairs are concerned, most of us are the victims of forces we can

neither understand, nor control.
b.

By taking an active part of political and social affairs, the people can control
world events.

18.

a.

Most people don't realize the extent to which their lives are controlled by
accidental happenings.

19.

20.

b.

There really is no such thing as "luck."

a.

One should always be willing to admit mistakes.

b.

It is usually best to cover up one's mistakes.

a.

It is hard to know whether or not a person really likes you.

b.

How many friends you have depends upon how nice a person you are.
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21.

a.

In the long run, the bad things that happen to us are balanced by the good
ones.

22.

b.

Most misfortunes are the result of lack of ability, ignorance, laziness, or all three.

a.

With enough efforts, we can wipe out political corruption.

b.

It is difficult for people to have much control over the things politicians do in
office.

23.

24.

25.

a.

Sometimes I can't understand how teachers arrive at grades they give.

b.

There is a direct connection between how hard I study and the grades I get.

a.

A good leader expects people to decide for themselves what they should do.

b.

A good leader makes it clear to everybody what their jobs are.

a.

Many times I feel I have little influence over the things that happen to me.

b.

It is impossible for me to believe that chance or luck plays an important role in my
life.

26.

a.

People are lonely because they don't try to be friendly.

b.

There's not much use in trying too hard to please people, if they like you, they
like you.

27.

28.

a

There is too much emphasis on athletics in high school.

b.

Team sports are an excellent way to build character.

a.

What happens to me is my own doing.

b.

Sometimes I feel that I don't have enough control over the direction my life is
taking.

29.

a.

Most of the time, I can't understand why politicians behave the way they do.

b.

In the long run, the people are responsible for bad government on a national as
well as on a local level.

APPENDIX B
LEADER BEHAVIOR QUESTIONNAIRE
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LEADER BEHAVIOR DESCRIPTION QUESTIONNAIP.E-Form XII
Originated by staff members of
The Ohio State Leadership Studies
and revised by the
Bureau of Business Research

Purpost of tM Qutstionnairt

On the followin1 pa1es is a list of items that may be used to describe the behavior of your
supervisor. Each item describes a specific kind or behavior, but does not ask you to jud1e
whether the behavior is desirable or undesirable. Althou1h some items may appear similar,
they express differences that are important in the description ofleadership. Each item should
be considered as a separate description. This is not a test of ability or consistency in makin&
answers. Its only purpose is to make it possible for you to describe, as accurately as you can,
the behavior of your supervisor.
Note: The term. ··group.·· as employed in the followin& items. refers to a department. division.
or other unit of or1anization that is supervised by the person bein1 described.
The term ··m,mbtrs. ·· refers to all the people in the unit of or1anization that is supervised by
the person bein1 described.

Publishtd by
College of Business
The Ohio State University
Columbus, Ohio

Copyright 1962, The Ohio State University
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OfAECTlONS:

a. READ each item carefully.
b. THINK about how frequently the leader engaaes in the behavior described by the item.
c. DECIDE whether he/she (A} always, (B) oft~n. (C) occasionally, (D) stldom or (E) ntvtr act, as
desc:ribed by the item.
d. ORAW A □ RCLE around ont of the five letters (A B CD E} followina the item to show the answer you
have selec:ted.
A• Always

B • Often
C • Occ:asionally

D • Seldom
E • Never
e. MARK your answers as shown in t~e examples below.
A

®

C

D

E

Example: Never ac:ts as desc:ribed .......•.............................. A

B

C

D

®

Example: Oc:casionally acts as described ................................

A

B

©

D

E

I. Acts as the spokesperson of the group ....•......................... A

B

C

D

E

A

B

C

D

E

3. Makes pep talks to stimulate the group ....•...•.•.....•...•...•..•. A

B

C

D

E

•· Lets group members know what is expected of them ......•..•....••. A

B

C

D

E

5. Allows the members c:omplete freedom in their work ....•••.•.•..•••. A

B

C

D

E

6. ls hesitant about taking initiative in the group •.•..•...•.•..•....•... A

B

C

D

E

7. ls friendly and approac:h.able ..•••••.••••••••••••••.•.••••••.••••••. A

B

C

D

E

I. Encourages overtime work •..••.••••••.•••••..•••••••••••••••••.•. A

B

C

D

E

9. Makes accurate decisions •••.••••••..••••••••••••••••.••••••••..•• A

B

C

D

E

A

B

C

D

l.

11. Publicizes the ac:tivities of the group ................................ A

B

C

D

E

12. Becomes anxious when he/she cannot find out what is coming next ••.• A

B

C

D

E

Example: Often ac:ts as desc:ribed

······································

2. Waits patiently for the results of a decision

·························

1O. Gets along well with the people above him/ber

······················
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A• Always

B • Often
C • Occasionally
D • Seldom
E • Never

13. His/her ar1uments are convinc:in1 ...•...•.......................... A

B

C

D

E

14. Encouraaes the use or uniform procedures ....•.....•............... A

B

C

D

E

15. Permits the members to use their own jud1ment in solvin1 problems ... A

B

C

D

E

16. Fails to take necessary action •...•.••.•..•...•...•.••..•••..•...•.. A

B

C

D

E

17. Does little thin1s to make it pleasant to be a member or the aroup •.... A

B

C

D

E

18. Stresses bein1 ahead of c:ompetin11roups ..•................•...•... A

B

C

D

E

........................

A

B

C

D

E

··············

A

B

C

D

E

21. Speaks as the representative or the 1roup ........................... A

B

C

D

E

22. Accepts defeat in stride ••..•.......•....•..............•......•... A

B

C

D

E

23. Araues persuasively for his/her point of view ........................ A

B

C

D

E

24. Tries out his/her ideas in the 1roup ....•.......•.........•.......... A

B-

C

D

E

25. Encouraaes initiative in the 1roup memben ......•......•.....••..•. A

B

C

D

E

26. Lets other persons take away his/her leadership in the 1roup ...•..••.. A

B

C

D

E

27. Puts suuestions made by the 1roup into operation ..........•.....•.. A

B

C

D

E

28. Needles members for 1reater efl'on .•...•.........•...•.•.........•. A

B

C

D

E

29. Seems able to predict what is comin1 next ........•..••••.•....•.... A

B

C

D

E

30. ls workin1 hard for a pr~motioa

A

B

C

D

E

3 I. Speaks for the 1roup when visiton are present •.•..•••••..•••..•.•.. A

B

C

D

E

32. Accepts delays without becomin1 upset ••••••..•.••.••.•••••.•...••. A

B

C

D

E

33. Is a very penuasive talker ••.•••••••.•.••••••..•..•••.•••••.•••... A

B

C

D

E

34. Makes his/her attitudes clear to the 1roup ••.•••.•••••••••.....••.•.• A

B

C

D

E

35. Lets the memben do their work the way they think best ••••.•.•••... A

B

C

D

E

36. Lets some members take advantaae of bimlber ••••••••••••••..•••••• A

B

C

D

E

19. Keeps the 1roup workin1 to1ether as a team

20. Keeps the 1roup in 1ood standin1 with hi1her authority

···································
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A• Always

B • Often
C • Occ:asionally
D • Seldom
E • Never
37. Treats all aroup members as his/her equals ....•......•.............. A

B

C

D

E

38. Keeps the work movina 11 a rapid pace .....•.•.....•..•.•••.•..•.•. A

B

C

D

E

39. Seules conflicts when they oc:cur in the aroup •....•...•••••.••.••.•. A

B

C

D

E

40. His/her superiors act favorably on most of his/her suuestions .....••.. A

B

C

D

E

41. Represents the aroup at outside mee1in1s ...•••..•.•.••.••.••.•••.•• A

B

C

D

E

42. Becomes anxious when waitina for new developments .....••••...•... A

B

C

D

E

43. Is very skillful in an araument .•.•.•..•..•...•.•..•.•.....•........ A

B

C

D

E

44. Decides what shall be done and how it shall be done ..•....•......... A

B

C

D

E

45. Assians a task. then lets the members handle it .•.•.•......••..••..•. A

B

C

D

E

46. Is the leader of the aroup in name only ............................. A

B

C

D

E

47. Gives advance notice of chanaes ................................... A

B

C

D

E

A

B

C

D

E

49. Thinas usually tum out as he/she predicts ........................... A

B

C

D

E

SO. Enjoys the privileaes of his/her position ....•....•.....••.•......••.. A

B

C

D

E

A

B

C

D

E

52. Is able 10 tolerate postponement and uncenainty ..........•.......... A

B

C

D

E

53. ls not a very convincin1 talker •.•.•..••....••.....•..••.....•...... A

B

C

D

E

S4. Assians aroup members.to panicular tasks ....•.•..••....•.•...•.•.. A

B

C

D

E

55. Tums the members loose on a job, and lets them 10 to it •••.•.••..... A

B

C

D

E

56. Backs down when he/she ouaht to stand firm ••.•••••.••.••••••••••.. A

B

C

D

E

57. Keeps 10 himself/herself •••••••••••••••••••••••••••••••••••••••.••• A

B

C

D

E

58. Asks the members to work harder ••••••••.••.•••••.•••••••••••••••• A

B

C

D

E

59. Is accurate in predic:tina the trend or events ••••••••••••••••••••••••• A

B

C

D

E

60. Gets his/her superior• to act for the welfare of the aroup members .•••• A

B

C

D

E

,.

48. Pushes for increased production

...................................

SI. Handles complex problems efficiently

..............................
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A• Always
B • Often
C • Occ:asionally
D • Seldom
E • Never
61. Gets swamped by details ......•.......•.......•.••.....•...•...... A

B

C

D

E

62. Can wail just so Ion&, then blows up ..•.•..•.••••....••...••.••.••. A

B

C

D

E

63. Speaks from a stron& inner conviction ••..•.••••••••.•••.•••••••.••. A

B

C

D

E

64. Makes sure that his/her part in the croup is understood
by the croup members ...........••.••.•..•.•••..••••••.••.••..••. A

B

C

D

E

65. ls reluctant to allow the members any freedom of action •••••.•.•••••• A

B

C

D

E

66. Lets some members have authority that he/she should keep .•...•..••. A

B

C

D

E

67. Looks out for the personil we!Care or croup members .•.....•..•..... A

B

C

D

E

68. Permits the members to take it easy in their work ....••.............. A

B

C

D

E

69. Sees to it that the work or the aroup is coordinated •.•.......•.....•. A

B

C

D

E

70. His/her word carries weiaht with superiors .....•..•...•............. A

B

C

D

E

B

C

D

E

72. Remains calm when uncertain about comina evenu .................. A

B·

C

D

E

73. ls an inspiring talker .......................••.•....•..........••.• A

B

C

D

E

A

B

C

D

E

A

B

C

D

E

76. Takes full charge when emeraencies arise ........................... A

B

C

D

E

A

B

C

D

E

. 78. Drives hard when there is a job to be done .......................... A

B

C

D

E

79. Helps group members settle their differences ••••••••••••••.••••••••• A

B

C

D

E

BO. Gets what he/she asks for from his/her superiors ••••••••••••••••••••. A

B

C

D

E

Bl. Can reduce a madhouse to system and order ........................ A

B

C

D

E

12. Is able to delay action unu1 the proper time occurs ••••••••••••••••••• A

B

C

D-

E

83. Persuades others that his/her ideas are to their advantqe ••••••••••••• A

B

C

D

E

71. Geu thin&s all tangled up

.........................................

....................................
75. Allows the group a high degree or initiative .........................

74. Schedules the work to be done

77. ls willing to make changes

........................................

A
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A• Always
B • Often
C • Occasionally
D • Seldom
E • Never
84. Maintains definite standards of perform_ance .•.•..••.•.••...•..•..•.. A

B

C

D

E

85. Trusts members to exercise aood judament ..•...•••.. .- ............•. A

B

C

D

E

86. Overcomes attempts made to challenae his/her leadership ...•.......•• A

B

C

D

E

87. Refuses to explain his/her actions ••.•.••.•.•...••............•..•.. A

B

C

D

E

A

B

C

D

E

89. Anticipates problems and plans for them ............................ A

B

C

p

E

90. ls workina his/her way to the top

A

B

C

D

E

91. Gets confused when too many demands are made of him/her .......... A

B

C

D

E

A

B

C

D

E

93. Can inspire enthusiasm for a project ................................ A

B

C

D

E

A

B

C

D

E

95. Permits the group to set its own pace .....•......................... A

B

C

D

E

96. ls easily recoanized as the leader of the aroup ....................... A

B

C

D

E

97. Acts without consultina the 1roup ......... : ........................ A

B

C

D

E

98. Keeps the 1roup workin1 up to capacity ............................ A

B

C

D

E

99. Maintains a closely knit 1roup .•...•...•......•.•.........•........ A

B

C

D

E

100. Maintains cordial relations with superiors .•..............•..•....... A

B

C

D

E

88. Uraes the aroup to beat its previous record

.........................

··································

92. Worries about the outcome of any new procedure

...................

94. Asks that ar.oup members follow standard rules and reaulations

.......

APPENDIX C
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minnesota satisfaction questionnaire
(short-form)

Vocational Psychology Research
UNIVERSITY OF MINNESOTA

Copyright 1977
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minnesota satisfaction questionnaire
The purpose of this questionnaire is to give you a chance ta tell how you feel about your present job,
what things you are satisfied with and what things you are not satisfied with.
On the basis of your answers and those of people like you, we hope to get a better understanding of the
things people like and dislike about their jobs.

On the next page you will find statements about your present jab.

• Read each statement carefully.
• Decide how satisfied you feel about the aspect of your job described by the statement.
Keeping the statement in mind:
-if you feel that your jab gives you more than you expected, check the box under "Very Sat."
r,lery Satisfied);
-if you feel that your job gives you what you expected, check the box under "Sat." (Satisfied);
-if you cannot make up your mind whether or not the job gives you what you expected, check
the box under "N" (Neither Satisfied nor Dissatisfied);
-if you feel that your job gives you less than you expected, check the box under "Dissat."
(Dissatisfied);
-if you feel that your job gives you much less than you expected, check the box under "Very

Dissat." r,tery Dissatisfied).

Remember: Keep the statement in mind when deciding how satisfied you feel about that aspect of

your job.
• Do this for all statements. Please answer every item.
Be frank and honest. Give a true picture of your feelings about your present job.
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Ask yourself: How satisfied om I with this osped of my job?
Very Sat. means I am very satisfied with this aspect of my job.

Sat. means I am satisfied with this aspect of my job.
N means I can't decide whether I om satisfied or not with this aspect of my job.
Dissat. means I am dissatisfied with this aspect of my job.
Very Dissat. means I om very dissatisfied with this aspect of my iob.
On my present job, this is how I feel about

Very
Oi110t.

Very

Dis.sat.

N

Sot.

Sot.

1. Being able to keep busy all the time ................... ································· ·········•············

D

D

D

D

□

2. The chance to work alone on the job ........................... ........................

D

D

D

□

□

3. The chance to do different things from time to time

D

D

□

□

□

4. The chance to be "somebody" in the community .

D

□

□

□

□

5. The way my boss handles his/her workers ..

D

D

□

□

D

6. The competence of my supervisor in making decisions

D

0

□

□

□

7. Being able to do things that don't go against my conscience

0

D

□

□

□

8. The way my job provides for steady employment .

D

D

□

□

□

9. The chance to do things for other people

0

0

D

□

□

10. The chance to tell people what to do

0

D

D

□

□

11. The chance to do something that makes use of my abilities

D

D

□

□

□

12. The way company policies are put into proctice

D

D

□

□

□

13. My pay and the amount of work I do

D

D

D

□

□

14. The chances for advancement on this job

D

□

□

□

□

15. The freedom to use my own judgment

D

□

□

D

□

16. The chance to try my own methods of doing the job

D

□

□

D

□

17. The working conditions

D

□

□

□

□

18. The way my co-workers get along with each other

D

□

□

□

□

19. The praise I get for doing o good job _

D

D

□

D

□

□

□

□

N

Sot.

20. The feeling of accomplishment I get from the job .

D
Very

Dis.at.

Oi110t.

□

Very

Sot.
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Mr. Robert W. Denker
4031 Forest Avenue
Western Springs, IL 60558
Dear Colleague:
I need your assistance. I am a fellow HRD professional who is attempting to
measure the relationship of job satisfaction; leadership behavior; and locus of
control of Human Resource Development Professionals.
This research is being conducted as partial fulfillment for a Doctor of Philosophy
degree at Loyola University of Chicago.
To be considered a qualified participant. your current responsibilities in HRD
must constitute at least 50% of your professional time. If they do not, please
discard this request.
If you are qualified and wish to participate in this research please complete the
form below and return it prior to 9/9/94. Shortly after this date you will be sent
three surveys to complete and return. Each survey should take no more than 20
minutes to complete. All results will remain confidential. Lastly, an executive
summary of the findings will be sent to all who participated.
Thank you for your interest and concern tor our mutual profession.

Sincerely,

Robert W. Denker

Participation Request
__ Yes, I will participate
Name
Title
Company
Address
City
State
Send to:

____

Zip

Robert Denker
4031 Forest Avenue
Western Springs, IL 60558-1051
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ABSTRACT

RESEARCH TITLE:

The Relationship of Job Satisfaction. Leadership Behavior. and Locus of

Control of Human Resource Development Professionals

WHY

DO THIS?:

Few organizational topics have received as extensive interest as those of Job

satisfaction. leadership behavior, and locus of control.

The reason for this emphasas is the

anticipated benefits from a satisfied and competitive workforce.

Research has suggested that

understanding the factors relating to job satisfaction. locus of control. and leadership behaviors
can lead organizations to achieve higher levels of productivity. quality, and profitability. For those
responsible for HAD in orgamzat10ns this should be of particular interest sance they are
increasangly being asked by senior management to execute development activities with a focus
on outputs and less on activities. A value-added way to do this is to examine these constructs in
relation to their own profession Although many of the research studies have focused on one of
these three constructs independently. only a relative few have studied these 1n comb1nat1on. In
fact. to this authors knowledge, no study has examined the relat1onshiµ of these three constructs
concurrently to the single profession of Human Resource Development ProfeSS1onals This 1s the
ob1ect1ve of this research

WHAT IS THE BENEFIT TO HAD?

If the JOb sat1sfact1on. locus of control. and leadership

behavior of HAD profeSS1onals and their management are understood and their application
improved substantlally. then gams can be made m both HAO product1v1ty and quality of output
Grven the growing competillve global ma1ketplac.-e. this benefit alone would appea1 to adc.J
significant value.
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Mr. Robert W. Denker
4031 Forest Avenue
Western Springs, IL 60558

Dear Colleague:
Thank you for your willingness to participate in my research project.
Enclosed is a demographic profile and three questionnaires for you to
complete. Keep in mind that there are no right or wrong responses. The
information gathered will be strictly confidential and used for educational
purposes only. Please direct these completed materials to me by September
30, 1994.
Again, thank you for your support and an executive summary of the findings will
be sent to you shortly. If you have any questions, please call me at 312-6612878.

Sincerely,

14~~~
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Demographic Profile
Instructions: Complete the following items by answering the questions and by
placing a check (v) in the spaces next to the categories which most accurately
describes yourself. Return this form with the other questionnaires. Do not place
your name on the profile.
1)

What is your present job called?

2)

Briefly describe your major responsibilities:

3)

Age:

4)

What percentage of your professional time is devoted to HAD activities?

- - 50-75%
75 - 100%
5)

Gender:
Male
Female

6)

Level of Education (Check highest level attained)
_ _ High School or GED equivalent
_ _ Bachelor's Degree
_ _ Master's Degree
_ _ Post Graduate Degree

7)

What level of management do you report to?
_ _ Top
Middle
First Line
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8)

Is your current organization

Profit
__ Not for profit
9)

The organization's primary purpose is
__ Manufacturing
Retail
Service
__ Construction
__ Governmental
__ Education
Other·

10)

The total number of employees in your organization is
__ Under 2,000
__ 2,000 to 5,000
__ 5.000 to 15,000
__ Over 15,000

11)

How long have you been with present employer?
0-6 months
__ 1-2 years
__ 3-5 years
__ 6-10 years
__ 11-15 years
__ Over 15 years

12)

How long have you held your current position?
0-6 months
__ 1-2 years
___ 3-5 years
___ 6-1 O years
____ 11-15 years
__ Over 15 years
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Pittsburgh

University of
Pittsburgh Press
127 North BelleOeld Avenue
Pittsburgh, Pa. 15280

February 13, 1995
Mr. Bob Denker
4031 Forest Avenue
.Western Springs, IL

412/624-4110

60558

Dear Mr. Denker:
Thank you for your fax of February 2,· 1995, requesting permission to
reprint Vroom's "Decision Tree" which was first published as Figure 9.1
Decision-Process Flow Chart: VII-Group (p.188) in LEADERSHIP AND
DECISION-MAKI:NG. This material is to be used in your forthcoming
dissertation entitled The Relationship·or Job satisfaction. Leadership.

Behayior. and Locus of control of Human Resource Development
Professionals, which fulfills requirements for your Ph.D. degree in HUlllan

Resource Development from Loyola University.

We grant this permission for one-time use only, for a fee of $0.00 and
one copy of the completed dissertation.
Please use the following credit line:
Reprinted from LEADERSHIP AND DECISION-MAKING, by
Victor H. Vroom and Philip w. Yetton, by permission of
the University of Pittsburgh Press. 0 1973 by
University of Pittsburgh Press.

·rn::l\J II M~;
Margier Bachman
Subsidiary Rights Manager

MKB/bmc
P.S. If your dissertation is submitted and accepted for publication in
the future, you must secure our permission again in order to use this
material in published form.

B O O K

PUBLISHEf\S

S I N C E

1 9 3 6
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McGraw-Hill, Inc.
1221 Avenue ef the America•
New York, NewYork 10020-1095
TO: Bob Denker
4031 Fore ■ t Avenue
Ne■ tem lprin9 ■, IL 60558
D1te1
r .. ,

Invoice Nuaber:

February oi, 1995

UH3

so.oo

HcGrav-Hill . .t•rial requeated1
Title: BEHAVIORS IN ORGIIHIZATIONS, (19i5J
Jwthorl•I• Porter, L, et al.
Specific . .terial: Fi9. of •Si111Pl•~ Routine Job■•, ••tnl1r9ed' Job■" v1thin •or9anic Or9aniz'l
O..i9n• & ~H•chani ■tic Or9aniz'l De■ i9n•
HUllber of copi•••

l

~•e

of repzoduction: for one-tiin your di ■■ ertation, TH£ lltlATIOIISHIP OF JOI
SATISFACTION, LEADEASHIP ltHAVIOA, NII;) LOCUS or CCKTIIOL or H - IIESOUIICI: DEVELOfHtHT
_PIIOFUIIOHALI, only
Purpo■ e

In re■pon■ e to your reque■ t of February 02, 1995, thia a9r••-nt, upon receipt by HcGr■-Hill
f.roa you of the apecified f•• t09ether vith your countera19ned copy of thi• Aqr••-nt, ■ hall
con■ titute your perai ■■ ion to u•• the . . terial cited above, ■ ubject to the follovi119 condition■•
Thi• perai ■■ ion ■hall terainate if the condition• of thi ■ a9ree-nt are not . . t.
1.

A ■ i9ned oopy of thi■ 19r••-nt .:U■ t be ••nt to HcGrav-Hlll, Inc, Copyri9ht ■ and Perai ■■ ion■
Dep■ rt-nt, 1221 Avenue of the .,.._rica ■, lff, lff 10020.

2.

No

adaptation■,

con■ ent

deletion■, or chan9•• vill be . .d• in the
of HcGrav-Hill, Inc.

■aterial

without the prior written

3.

Thi• peraia■ ion 1• non-excluaive, non-tranaferrable, and liaited to the uae apecified herein.
HcGrav-Hill expreaaly r•••rv•• all ri9hta in_ thi• . .terial.

4.

A credit line ■uat be printed on th• firat p19e on which the ■aterial appeara. Thi• credit
aaat include the author, title, copyri9ht date, and publi ■ her, and indicate that th• . . terial
1a repzoduced vith peraiaaion of HcGr ■-H111, Inc.

5.

Thia peraiaaion appliH to print nproduction only and dou not extend to any electronic
■edia unleaa othervia• apecified.

6.

Thia peraiaaion doe• not allov the uae of any .. terial, includi119 but not liaited to
.
phot09rapha, charta, and .other 1lluatrat1ona, which appear■ in a HcGrav-Hill -rk copyri9hted
in or credited to th• n■- of any peraon or entity other than HcGrav-Hlll. Should you deaire
peraiaaion to uae auch . .terial, you aaat
per■iaaion directly fr- th• ovner of that
. .terial, and if you uae auch . . terial, you a9r•• to inde-ify HcGrav-Kill 19ainat any clai ■
fro■ the ovn•r• of that .. terial.

•••k

ly:
Clain Keenan
Copyri9hta and

Perai ■ aion■

Depari.ent

J\qreed and a c c e p t e d : ? ~

N■-

and title:
~
Coll99e, Univer■ ity, or Co111Pany:

Authorized li9natun1

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ Date:

-•~....,I-/..~..?---------/
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UNIVERSITY OF MINNESOTA
D1patnm11 •I Pr,cholor:,
co11,,, ofLJIHn,l Am

EIUonHoll
75 East Riwr Road
MiM1opolis, MN $$455-0344
6/2~25-4042

Faz.: 6/2-626-2079

·

May 31, 1994

Bob Denker
Helene curtis Inc.
325 N •. Wells St.
Chicago, IL 60610

Dear Bob Denker:
we are pleased to grant you permission to.use the Minnesota
Satisfaction Questionnaire short form 1977 version for use
in your research.
Vocational Psychology Research is currently in the process
of revising the MSQ manual and it is very important that we
receive copies of your research study results in order to
construct new norm tables. Therefore, we would appreciate
receiving a copy of your results including 1) demographic
data of respondents, including age, education level,
occupation and job tenure, and 2) response statistics
including scale means, standard deviations, reliability
coefficients, and standard errors of measurement. If your
tests are scored by us, we will already have the information
detailed in item f2.
Your providing this information will be an important and
valuable contribution to the new MSQ manual. If you have
any questions concerning this request, please feel free to
call us at 612-625-1367.

Y{f_JJJL

~-el~~-

'

Dr. David J. Weiss, Director
Vocational sychology Research
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T . H .

E·I

OHI01

S1AIE1
UNIVERSIT'f I

Business Research

Max M. Fishl!r
College of Business
!7"75 Collegt! R°"d
Columbus, OH 4~210-1399
Phon11 61-1·292·5031
FAX 61-1-292·1651

June 13, 1994

Mr. Bob Denker
c/o Helene Curtis, Inc.
325 N. Wells St.
Chicago, IL 60610
Dear Mr. Denker:
We grant you perm1ss1on to use the Leader Behavior Description
Questionnaire - XII for your dissertation research at Loyola University of
Chicago. Please follow the guidelines on the attached Statement of Policy
regarding use.

Sincerely yours,

Arleen Robinson

amp
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UNIVERSITY

_.O F

CONNECTICUT
ntE COUEGE Of UBERALAllTS AND SCENCES
Dcput,ncnr of Pl)'Chologr

April 20, 1993

BobDenker .
4031 Forest Avenue
Wcstm Springs, Il. 60553
· Dear Mr. Denker:
You have my permission to use· the I-E Scale for your dissertation. The scoring is
available in the monograph (see enclosure).

Very tnJly yours,

<1J~t, { ; . ~
1-i'u~B.Rotter
Professor of Psychology

406 llal,l,;dr Road. lJ.20. !loom 107. Scorn. C:...U-UC.., 0626,-1020
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■
Scientific Methods
Organization Change by Design

Bob Denker
4031 Forest Avenue
Western Springs, Ill 60558
March 5, 1995
Dear Mr. Denker,
Permission is granted to reproduce in your Doctoral Dissertation, the following:
The Leadership Grid Figure for Leadership Dilemmas-Grid Solutions, by Robert R. Blake
and Anne Adams Mccanse. (Formerly the Managerial Grid figure by Robert R. Blake
and Jane S. Mouton) Houston: Gulf Publishing Company, Page 29. Copyright 1991
by Scientific Methods, Inc. Reproduced by Permission of the owners.
The Paternalism Figure for Leadership Dilemmas--Grid Solutions, by Robert R. Blake and
Anne Adams Mccanse. (Formerly the Managerial Grid figure by Robert R. Blake and
Jane S. Mouton) Houston: Gulf Publishing Company, Page 30. Copyright 1991 by
Scientific Methods, Inc. Reproduced by Permission of the owners.
The Opportunist Figure for Leadership Dilemmas-Grid Solutions, by Robert R. Blake
and Anne Adams Mccanse. (Formerly the Managerial Grid figure by Robert R. Blake
and Jane S. Mouton) Houston: Gulf Publishing Company, Page 31. Copyright 1991
by Scientific Methods, Inc. Reproduced by Permission of the owners.
This Permission is granted by Robert R. Blake, Jacquelyn Mouton, and Asha Jane with
the understanding that the original source will be cited according to standard
bibliographical practices, of which the above is an example. Also, the word Grid is a
registered service mark of Scientific Methods, Inc. and should be designated as such
by the use of ® on initial use.
Permission is granted for this publication only; requests must be resubmitted for any
subsequent publications.
Authorization is offered in exchange for receiving two copies of the completed
dissertation.
Thank you,

-dt<dl~
Robert R. Blake
Chairman Emeritus and Co-Founder, SMI
Great Hills Corporate Center I• Post Office Box 195 • A~tin. TX 78767
512-794·3900 • 512-794-1177 Fax
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LEADERSHIP
STUDIES

March 13, 1995
Mr. Bob Denker
4031 Forest Avenue
Western Springs, IL 60558
Dear Mr. Springer,
Your request has been reviewed and permission
is herby granted. You may use the copyrighted
material, The Situational Model, in your
dissertation.
I suggest you use the more completed model on
page 63 of The Situational Leader. It is in better
keeping with your explanation.
Sincerely,

2JO\ll. THIRD AVENUE. E!ICONOIOO. O.LIFOI\NIA 9202!>·4180

61Q /741-6!,Q!,
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MULTIPLE REGRESSION ANALYSIS
OF INDEPENDENT AND DEPENDENT VARIABLES
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Equation Number I

Dependent Variable:

Variable(s) Entered on Step Number

1..
2..
3..

Intrinsic Satisfaction

Consideration
Locus of Control
Initiation of Structure

Analysis of Variance
Multiple R
R Square
Adjusted R Square
Standard Error

.47820
.22868
.21325
6.23821

Regression
Residual

QE
3
150

Sum of Sguares

Mean sauare

1727.83199
5827.93424

575.94400
38.85289

Signif F = .0000

F = 14.82371

Varlables In the Equation

variable
CON
LOC
IS
(Constant)

a.

~

a.eta

I

Sia.I

.369716
.016771
.187841
30.532571

.083476
.128196
.100106
3.433684

.376610
.009480
.158383

4.489
.131
1.876
8.898

.0000
.8961
.0625
.0000

Equation Number 2

Dependent Variable:

Variable(s} Entered on Step Number

1..
2..
3..

Extrinsic Satisfaction

Consideration
Locus of Control
!initiation of Services

Analysis of Variance
Multiple R
R Square
Adjusted R Square
Standard Error

.70025
.49035
.48016
3.93473

Regression
Residual

OE

sum of Sguares

Mean Sguare

3
150

2234.36418
2322.31764

744.78806
15.48213

F = 48.10634

Signif F = .0000

Variables In the Equation

variable
CON
LOC
IS
(Constant)

.6.

.s.E..a

llma

I

SiQ..I

.408723
-.119541
.208106
-.596961

.052695
.080924
.063192
2.167524

.536127
-.087010
.225954

7.756
-1.477
2.293
-.275

.0000
.1417
.0012
.7834

.....
.....
(X)

Equation Number 3

Dependent Variable:

Variable(s) Entered on Step Number

1..
2..
3..

General Satisfaction

Consideration
Locus of Control
Initiation of Services

Analysis of Variance
Multiple A
R Square
Adjusted R Square
Standard Error

.63160
.39892
.38690
9.67182

Regression
Residual

OE

Sum of Squares

Mean Square

3
150

9312.45564
14031.62878

3104.15188
93.54419

Signif F = .0000

F = 33.18380

Variables In the Equation

Yariabte
CON
LOC
IS
(Constant)

a

.s.E...a

.6.eta

I

,Sjg_I

.845220
-.126568
.432548
34.077828

.129527
.198916
.155331
5.327912

.489828
-.040702
.207494

6.525
-.636
2.785
6.396

.0000
.5256
.0060
.0000

.....
.....
<O

Equation Number 4

Dependent Varlable:

Variable(s) Entered on Step Number

1..

In ltlatlon of Structure

Locus of Control

Analysls of Variance
Multiple R
R Square
Adjusted R Square
Standard Error

.07820
.00611
-.00042
5.92659

Regression
Residual

Q.E
1

152

Sum of Sguares

Mean Sguare

32.84769
5338.91854

32.84769
35.12446

Signif F = .3351

F = .93518

Variables In the Equation

Variable
LOC
(Constant)

a

.sf.Jl

ama

I

.5ig..l

-.116648
35.544123

.120623
1.017452

-.078198

-.967
34.934

.3351
.0000

~

I\)

0

Equation Number 5

Dependent Variable:

Variable(s) Entered on Step Number

1..

Consideration

Locus of Control

Analysis of Variance
Multiple R
R Square
Adjusted R Square
Standard Error

.14379
.02068
.01423
7.10729

Regression
Residual

OE

sum of Sguares

Mean Sguare

1
152

162.10012
7678.05573

162.10012
50.51352

F = 3.20904

Slgnif F = .0752

Variables In the Equation

variable
LOC
(Constant)

.e.

.$.LI

.8.e1a

I

Siu

-.25929
36.735198

.144653
1.220150

-.143790

-1.791
30.107

.0752
.0000

I\)
_.

APPENDIX J
T-TEST AND ONE WAY ANOVA OF
DEMOGRAPHIC
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VARIABLES

T-Tests for Independent Samples of Sex
Group 1 - Sex Eq
Group 2 - Sex Eq

Variable
Locus of
Control:
Group 1
Group2
Intrinsic
Satisfaction:
Group 1
Group2
Extrinsic
Satisfaction:
Group 1
Group2
General
Satisfaction:
Group 1
Group2
Consideration:
Group1
Group2
Initiation of
Structure:
Group 1
Grouo2

1.00:
2.00:

Male
Female

Number of Cases

Mean

Standard Deviation

Standard
Error

74
80

7.0811
7.7875

4.222
3.720

.491
.416

74
80

74
80

74
80

74
80

74
80

49.9595
50.1125

20.4730
19.4750

77.8514
77.2750

34.8378
34.7750

34.5946
34.7500

6.751
7.316

5.619
5.294

12.282
12.488

6.627
7.659

6.546
5.328

F
Value

2-Tail
Prob.

t
Value

Degrees of
Freedom

2-Tail
Prob.

1.29

.270

-1.10

145.94

.274

1.17

.488

-.14

152.00

.893

1.13

.603

1.13

149.17

.259

1.03

.887

.29

151.42

.773

1.34

.212

.05

151.34

.957

1.51

.074

-.16

140.97

.872

.785
.818

.653
.592

1.428
1.396

.770
.856

.761
.596
I\)

w

Variable:
By Variable:

Locus of control
Education
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.
3

150
153

Sum of Squares
10.8014
2403.2830
2414.0844

Mean Squares

3.6005

F Ratio
.2247

F Probability

.8791

16.0219

Intrinsic Satisfaction
Education

ANALYSIS OF VARIANCE
Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.

Sum of Squares

Mean Squares

F Ratio

F Probability

3

118.0488
7437.7174
7555.7662

39.3496
49.5848

.7936

.4993

150
153

Extrinsic Satisfaction
Education

ANALYSIS OF VARIANCE
Source
Between Groups
Within Groups
Total

D.F.

Sum of Squares

Mean Squares

F Ratio

F Probability

3

25.0785
4531.6033
4556.6818

8.3595
30.2107

.2767

.8421

150
153

Variable:
By Variable:

General Satisfaction
Education
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

O.F.
3
150
153

Sum of Squares
181.1063
23162.9782
23344.0844

Mean Squares
60.3688
154.4199

F Ratio
.3909

F Probability
.7597

F Ratio
.3561

F Probability
.7848

F Ratio
1.4904

F Probability
.2195

Initiation of Structure
Education
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

O.F.
3
150
153

Sum of Squares
37.9866
5333.7796
5371.7662

Mean Squares
12.6633
35.5585

Consideration
Education
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total

O.F.
3
150
153

Sum of Squares
226.9355
7613.2203
7840.1558

Mean Squares
75.6452
50.7548

.....
I\)

01

Variable:
By Variable:

Locus of control
Reporting Level
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.
2

151
153

Sum of Squares
18.3676
2395.7168

Mean Squares
9.1838
15.8657

F Ratio
.5788

F Probability
.5618

F Ratio
.8752

F Probability
.4189

F Ratio
.3175

F Probability
.7284

2414.0844

Intrinsic Satisfaction
Reporting Level
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.
2

151
153

Sum of Squares
86.5834
7469.1828
7555.7662

Mean Squares
43.2917
49.4648

Extrinsic Satisfaction
Reporting Level
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total

D.F.
2

151
153

Sum of Squares
19.0849
4537.5969
4556.6818

Mean Squares
9.5425
30.0503

_,L

I\)

m

Variable:
By Variable:

General Satisfaction
Reporting Level
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.
2

151
153

Sum of Squares
147.7960
23196.2884
23344.0844

Mean Squares
73.8980
153.6178

F Ratio
.4811

F Probability
.6191

F Ratio
.0309

F Probability
.9696

F Ratio
.0647

F Probability
.9373

Consideration
Reporting Level
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.
2

151
153

Sum of Squares
3.2024
7836.9534
7840.1558

Mean Squares
1.6012
51.9004

Initiation of Structure
Reporting Level
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total

D.F.
2

151
153

Sum of Squares
4.6018
5367.1644
5371.7662

Mean Squares
2.3009
35.5441

Variable:
By Variable:

Locus of control
Tenure
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.

Sum of Squares

Mean Squares

F Ratio

F Probability

5

58.3226
2355.7618
2414.0844

11.6645
15.9173

.7328

.5999

F Ratio
.3927

F Probability

148
153

Intrinsic Satisfaction
Tenure
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.
5
148
153

Sum of Squares
98.9174
7456.8488
7555.7662

Mean Squares
19.7835
50.3841

.8533

Extrinsic Satisfaction
Tenure

ANALYSIS OF VARIANCE
Source
Between Groups
Within Groups
Total

D.F.

Sum of Squares

Mean Squares

F Ratio

F Probability

5

62.7559
4493.9259
4556.6818

12.5512
30.3644

.4134

.8389

148
153

......
I\)
(X)

Variable:
By Variable:

General Satisfaction
Tenure
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.
5
148
153

Sum of Squares
166.8126
23177.2718
23344.0844

Mean Squares

33.3625
156.6032

F Ratio
.2130

F Probability

F Ratio

F Probability

.5282

.7547

.9565

Consideration
Tenure

ANALYSIS OF VARIANCE
Source
Between Groups
Within Groups
Total
Variable:
By Variable:

D.F.
5
148
153

Sum of Squares
137.4404
7702.7154
7840.1558

Mean Squares
27.4881
52.0454

Initiation of Structure
Tenure
ANALYSIS OF VARIANCE

Source
Between Groups
Within Groups
Total

D.F.

Sum of Squares

Mean Squares

F Ratio

F Probability

5
148
153

127.4928
5244.2734
5371.7662

25.4986
35.4343

.7196

.6097

.....
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